Florida International University

FIU Digital Commons
FIU Electronic Theses and Dissertations

University Graduate School

5-2022

The Relationship between Perceived Organizational Support,
Perceived Career Mobility, Job Satisfaction, and Organizational
Commitment on Job Performance, and Turnover Intentions
Everod A. Davis
edavi112@fiu.edu

Follow this and additional works at: https://digitalcommons.fiu.edu/etd
Part of the Business Administration, Management, and Operations Commons, Organizational Behavior
and Theory Commons, Performance Management Commons, and the Strategic Management Policy
Commons

Recommended Citation
Davis, Everod A., "The Relationship between Perceived Organizational Support, Perceived Career Mobility,
Job Satisfaction, and Organizational Commitment on Job Performance, and Turnover Intentions" (2022).
FIU Electronic Theses and Dissertations. 4691.
https://digitalcommons.fiu.edu/etd/4691

This work is brought to you for free and open access by the University Graduate School at FIU Digital Commons. It
has been accepted for inclusion in FIU Electronic Theses and Dissertations by an authorized administrator of FIU
Digital Commons. For more information, please contact dcc@fiu.edu.

FLORIDA INTERNATIONAL UNIVERSITY
Miami, Florida

THE RELATIONSHIP BETWEEN PERCEIVED ORGANIZATIONAL SUPPORT,
PERCEIVED CAREER MOBILITY, JOB SATISFACTION, AND
ORGANIZATIONAL COMMITMENT ON JOB PERFORMANCE AND TURNOVER
INTENTIONS

A dissertation submitted in partial fulfillment of
the requirements for the degree of
DOCTOR OF BUSINESS ADMINISTRATION
by
Everod A. Davis

2022

To: Dean William Hardin
College of Business
This dissertation, written by Everod A. Davis, and entitled The Relationship between
Perceived Organizational Support, Perceived Career Mobility, Job Satisfaction, and
Organizational Commitment on Job Performance and Turnover Intentions, having been
approved in respect to style and intellectual content, is referred to you for judgment.
We have read this dissertation and recommend that it be approved.

_______________________________________
Ronald Mesia, Member

_______________________________________
Arun Upadhyay, Member

_______________________________________
George A. Marakas, Member

_______________________________________
Fred O. Walumbwa, Major Professor
Date of Defense: May 13, 2022
The dissertation of Everod A. Davis is approved.

_______________________________________
Dean William Hardin,
College of Business

_______________________________________
Andrés G. Gil
Vice President for Research and Economic Development
and Dean of the University Graduate School

Florida International University, 2022
ii

© Copyright 2022 by Everod A. Davis
All rights reserved.

iii

DEDICATION
I would like to dedicate this dissertation to my mother, Daphne Davis, whose
unwavering love, support, and belief in me reinforced my commitment to complete the
Doctor of Business Administration degree. To my children, Zachary, Zarek, and Amelia,
I hope that my pursuit and accomplishment at this level will motivate you to transcend
the ordinary. To my sister, Sophia, thank you for encouraging me to invest in this
journey. To Michelle, thank you for supporting, encouraging, and believing in me. To
Steve, thank you for instilling confidence in me early in my career. To God, who assures
that He who began a good work in you, will be faithful to complete it….

iv

ACKNOWLEDGMENTS
I want to express my appreciation to the members of my committee, including Dr.
George Marakas, Dr. Ronald Mesia, Dr. Arun Upadhyay, and Dr. Fred O. Walumbwa for
their guidance and support throughout this dissertation journey. I especially would like to
thank my committee chair, Dr. Fred O. Walumbwa, for his patience, guidance, and
availability to assist with my numerous inquiries and uncertainties. It was truly a blessing
having you as my major professor. Thank you for providing assurance and bolstering my
confidence. I would like to thank Dr. Miguel Aguirre-Urreta for providing me with the
guidance I needed for the statistical analysis. I cannot thank you enough for your
willingness to provide insights. Dr. George Marakas has been a powerful source of
inspiration. I would like to acknowledge his belief in me throughout this journey and the
wisdom he imparted along the way, improving my research abilities and helping me
accomplish this goal. A very special acknowledgment to the DBA administrative staff
and, especially, Yasemin Shirazi, who made our focus on the academic portion of our
journey so much easier. Special acknowledgments to Carlos Bared, Hernan Morales,
Tamiko Sadler, and Nushine Hosseini, who provided support as we pursued our
dissertations together. I also wish to acknowledge my instructors, who have all been
instrumental in my journey.

v

ABSTRACT OF THE DISSERTATION
THE RELATIONSHIP BETWEEN PERCEIVED ORGANIZATIONAL SUPPORT,
PERCEIVED CAREER MOBILITY, JOB SATISFACTION, AND
ORGANIZATIONAL COMMITMENT ON JOB PERFORMANCE AND TURNOVER
INTENTIONS
by
Everod A. Davis
Florida International University, 2022
Miami, Florida
Professor Fred O. Walumbwa, Major Professor
This research was intended to develop and test a model that examines the
influence of perceived organizational support, perceived career mobility, job satisfaction,
and affective organizational commitment on contextual job performance and turnover
intentions. To do so, the study integrates three major theories to help explain the
hypothesized relationships. For example, drawing on the concept of organizational
equilibrium (March & Simon, 1958), which provides the foundational literature on
turnover intentions, we use social exchange theory (Blau, 1964; Homans, 1961; Thibaut
& Kelley, 1959) to explain the influence of perceived organizational support. Theories of
human capital and economic opportunity are used to frame perceived career mobility.
Finally, Herzberg’s (1966) dual satisfaction theory is used to frame job satisfaction and
organizational commitment.
The study sample consisted of 261 retained subjects from various industries in
North America who belonged to the Amazon Mechanical Turk (Mturk) community.
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Statistical Package for the Social Sciences (SPSS V. 27) software was used to analyze the
data. Smart PLS V.3 PLS-SEM (Ringle, Wende, & Becker, 2015) was used for the
measurement and structural model analysis of the data and to test the hypotheses. The
results suggest that as employees’ perception of organizational support increases,
turnover intentions decreased as evaluated by measuring their relationships with the
organization through their affective organizational commitment and job satisfaction. This
suggests that psychological processes may influence these relationships.
Decision-makers can use the results of this study to formulate strategies to keep
employees motivated for optimal performance, which will help to reduce the turnover
rate within their organizations.
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CHAPTER I. INTRODUCTION
The importance of attracting and retaining high-quality employees (Holtom,
Mitchell, Lee, & Eberly, 2008) has driven organizations to continuously seek an
understanding of the triggers leading to employee turnover. Global health and economic
factors have prompted organizations to lay off personnel despite struggling to retain highperforming employees as they strategize to remain competitive. The costs associated with
recruiting and training, in addition to the competition for top talent, have forced
organizations to make every effort to discover how to win high performers (Mahan,
Nelms, Yi, Jackson, Hein, & Moffett, 2020). The cost of employee replacement is a
common and significant problem organizations face, reflected in the disruption of the
firm’s performance as firm-specific human capital drives organizational performance (De
Winne, Marescaux, Sels, Van Beveren, & Vanormelingen, 2018). Successful
organizations in all industries recognize employees as integral to their growth and
competitive advantage and, thus, their profitability. For example, organizations have
utilized the Balanced Scorecard (Kaplan & Norton, 1992) to align employees’ individual
goals and job performance with the organization’s key performance indicators and
objectives in developing and implementing successful competitive strategies (Narayanan,
Rajithakumar, & Menon, 2019).
Competitive strategies developed with firm-specific human capital are recognized
as valuable, rare, inimitable, and designed to capture value (Kennedy, 2020). Employees
with high firm-specific capital will have few incentives to leave organizations (Shaw,
2011) while an individual’s movement capital (Trevor, 2001) influences their career
mobility opportunities (Forrier, Sels, & Stynen, 2009). Turnover research (Rubenstein,
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Eberly, Lee, & Mitchell, 2017) has shown that economic, psychological, and sociological
factors may also influence employee separation (Rubenstein et al., 2017). Shaw (2011)
explains that employee turnover negatively affects a firm’s human capital, leading to
poor firm performance due to the costs associated with replacing employees and reduced
employee performance.
To better understand behaviors related to employee mobility and retention, this
study will treat turnover and job performance as complex, multi-faceted processes with
links to individual attitudes based on employees’ perception of organizational support by
the organization. An employee, as a knowledge resource, is integral to the development
of competitive strategies. Organizations need employees who understand and are
empowered to execute the organization’s strategies (Fischhoff & Chauvin, 2011). The
resource-based view consists of centering the resources, including physical (specialized
equipment, geographic location), human capital, and organizational capital resources
(Eisenhardt & Martin, 2000), used to implement value-creating strategies. While
individual resources alone do not yield a competitive advantage (West III & DeCastro,
2001), the combination of an organization’s unique resources and the human resource
element provides the foundation upon which a competitive advantage strategy can be
developed. Identifying key talent pools that organizations can specifically target for
human capital investments can lead to long-term competitive advantages (Fischhoff &
Chauvin, 2011).
Background to the Study
Strategic management of an organization’s human resources requires an
understanding of the triggers, influences, and antecedents of employees’ commitment to

2

the organization. Employees’ job satisfaction, such that they exhibit high standards in job
performance, may indicate full commitment to the organization and a negative
relationship between performance and the intent to quit (Zimmerman & Darnold, 2009).
Human resources, with structural and relational resources, become part of the
organization’s intangible resources. Organizations may capitalize upon these intangible
resources, including internal stakeholders’ knowledge, ability, skills, experiences, and
innovativeness (Jemielniak & Kociatkiewicz, 2009). The management of knowledge
resources involves the ability to dynamically manage those resources to yield a
competitive advantage to the organization. For example, Amazon has combined service
and distribution resources to develop its competitive advantages (Greene, 2020),
acknowledging the important role human resources play in attaining the organization’s
competitive advantage (Becker & Huselid, 2006; Huselid, 1995; Pfeffer & Veiga, 1999).
A well-defined strategy and vision for managing talent resources are necessary to
ensure that employees are adequately cross-trained, facilitating growth within the
organization. This stimulates commitment to the organization and job satisfaction. The
talent management strategy must include recognition when an employee attains the
highest level within their job role or career path. Employees will display interest in the
pursuit and gratification of their higher needs (Maslow, 1954). People who perform better
in their jobs are believed to have more external opportunities available (Holtom et al.,
2008) and are more likely to avail themselves of career mobility options depending on
their job satisfaction and commitment to the organization. External opportunities depend
on the job market, which will constrain or facilitate employees’ ease of leaving (March &
Simon, 1958). The greater the alternate available options, the higher the likelihood that

3

employee career mobility will influence turnover intentions. Career mobility, an integral
part of a worker’s career (Sicherman & Galor, 1990), features prominently in turnover
intention.
Statement of the Problem
Total employee turnover in the United States in 2019 was approximately 65
million (Mahan et al., 2020) reflecting a total quit rate of 27.9% for all industries (Bureau
of Labor Statistics, 2020). The high turnover rate in the hotel industry, for example, tends
to disrupt the high service level that hotels seek to achieve and maintain. The consequent
impediment is a significant contributing factor to operational expenses and revenue
losses. Employee turnover harms any organization; for example, the hospitality industry
shows a high turnover rate of 73.8% annually (Bureau of Labor Statistics, 2020).
Employee turnover rates by industry in 2020 included retail and e-commerce at 30.7%;
gaming, entertainment, and media at 22.6%; and technology at 22.6% (Andre, 2021).
Narayanan et al. (2019) also found that Generation Y (millennials) have been job hoppers
and organizations find them difficult to retain (Bednar, 2008; Ng, Schweitzer, & Lyons,
2010).
To better retain high-performing employees, decision-makers need to understand
all aspects of the underlying factors that influence turnover. The recruitment, orientation,
onboarding, and training costs associated with new employees represent expenses to the
organization that increase with the need to replace employees regularly (Milman &
Dickson, 2014). Labor gaps caused by high employee turnover and industry growth drive
the demand for employees, increasing the operating costs driven by the recruitment
process (Deloitte, 2019). The costs of recruiting, selecting, and training new employees
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are exorbitantly high, reaching almost 100% of the annual salary for the open roles.
While organizations use various retention strategies to mitigate turnover, it is difficult to
develop successful retention strategies without a broader expository and empirical
understanding of the range of internal issues that affect employees.
The service industry, for example, offers low wages, poor working conditions,
and a lack of job security or advancement opportunities (Holston-Okae, 2017). Employee
turnover is attributed to the influence of these and other factors. The literature emphasizes
low salaries as the most commonly reported reason for turnover, especially at the entry
level (Deloitte, 2019). Many external factors that align with wages have been mentioned
as influencing turnover in addition to issues that may be internal to the employee (Dusek,
Ruppel, Yurova, & Clarke, 2014).
A strong work ethic and technical competence characterize the profiles of
numerous employees who have been ensconced in their respective roles within
organizations (Hutagalung, Purba, Silalahi, & Putri, 2020; Lou, So, & Hsieh, 2019).
These qualities, displayed through their attitudes and behaviors, contribute notably to
organizations’ success. The service industry, for example, thrives on the quality of the
services delivered by its employees as excellent service translates into increased revenue
(Lou et al., 2019). Higher-level employee job performance is influenced by work
motivation as well as human motivation, as elucidated in many theories of motivation
(Herzberg, 1965; Maslow, 1954; McClelland, 1982). Various studies have shown that
organizations are familiar with these theories but continue to struggle to retain employees
for protracted periods.
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Theoretical Framework
The career mobility framework references the transferability of skills (Sicherman
& Galor, 1990) across disciplines, facilitating seamless transitions across intrafirm and
interfirm occupations. The ease of transition for employees carries the consequence of
turnover costs for an organization. Each departure costs about one-third of that worker’s
annual earnings (Agovino, 2019). The Gallup Organization (2016) reported that the
millennial generation tends to display a turnover rate of 21%, three times that of any
other generation (Hollman & Luthans, 2020). Because millennials represent the majority
of the current workforce, this turnover rate affects human resource planning, even after
employees attain high levels of job performance. In 2013, more than 25 million U.S.
employees voluntarily terminated their employment (Holston-Okae, 2017). The
separation costs associated with turnover, such as exit interviews, separation pay,
temporary replacement costs, and navigating schedules for adequate coverage until the
role is filled, are aspects of turnover that concern operators in every industry.
Perceived organizational support (POS) is a key predictor of organizational
commitment (Eisenberger, Huntington, & Hutchinson, 1986). Higher perceived
organizational support scores were associated with higher commitment scores (Currie &
Dollery, 2006). Meyer and Allen’s (1991) three-dimensional commitment model
incorporates affective, normative, and continuance commitment. Affective commitment
is defined as an employee’s emotional attachment to an organization (Meyer & Allen,
1997). Affective commitment involves the strength of an employee’s belief in and
embodiment of the organization’s goals such that they willingly seek to immerse
themselves in attaining the organization’s goals. Continuance commitment reflects the
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perceived cost an employee associates with leaving the organization and normative
commitment is the sense of obligation employees feel to remain employed by the
organization (Lorch, 2019; Meyer & Allen, 1997). According to social exchange theory
and the premise of reciprocity (Gouldner, 1960), employees will feel an obligation to
those they perceive as assisting them.
Purpose of the Study
This study was intended to develop and test a model to examine the influence of
perceived organizational support, perceived career mobility, job satisfaction, and
affective organizational commitment1on contextual job performance and turnover
intentions.2 Decision-makers can use the results to guide strategies to keep employees
motivated for optimal performance, which will help to reduce the turnover rate within
their organizations.
Human resources have proven to be the foundation upon which these excellent
services delivered by organizations are built. Their importance explains the attention
given to employee training and development to attain the organization’s desired service
level. The information technology industry has emphasized human resource policies and
practices that focus on career development opportunities, promotion from within, and
greater worker participation (Hollman & Luthans, 2020). The service industry, also,
builds its reputation and depends for revenue on the quality of services it provides
(Markham-Bagnera, 2016). Customer satisfaction is the foundation on which hotel
Organizational commitment as “a state of mind (a) characterizes the employee’s relationship with the
organization, and (b) has implications for the decision to continue or discontinue membership in the
organization” (Meyer & Allen, 1991, p. 67).
1

2

A cognitive activity in which serious consideration is given to quitting a job while employed at a job, such
as searching for another job, and the reality of actually leaving a job or turning over (Holtom, Mitchell,
Lee, & Eberly, 2008)
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industry organizations benchmark their services and is predicated upon the initial
touchpoint, through the reservation and check-in process, the actual stay on the property,
and the eventual check-out process. Embedded within these processes is the human
capital factor and organizations have been investing their efforts within. Despite these
efforts, organizations tend to experience a high employee turnover rate. The cycle tends
to be continuous and is characterized by the loss of knowledge, tempering organizations’
attempts to maintain and transfer internal knowledge.
Job satisfaction and organizational commitment both display inverse correlations
with turnover intentions (Saeed, Waseem, Sikander, & Rizwan, 2014; Tnay, Othman,
Siong, & Lim, 2013); this research will add a dimension to how employees decide
whether to stay or leave the organization based on the strength of their perceived career
mobility index and perceived organizational support. Organizational, psychological, and
economic perspectives will be applied to assess the extent to which the determinants of
organizational commitment and job satisfaction are linked to an employee’s job
performance and turnover intentions. The concept of reciprocity within the social
exchange theoretical framework will underlie this examination of relationships.
Research Question
Within the context of the aforementioned current framework, there also exists an
employees’ inability to successfully gauge the promotion requirements within an
organization and uncertainty regarding the length of time to achieve upward mobility at
times. These factors tend to characterize their decisions to exit. Individuals have been
acculturated into developing their careers across the boundaries of an organization
(Arthur & Rousseau, 1996). While some occupations involve ascension up the proverbial
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career ladder, some will inevitably be across organizational boundaries, consisting of
lateral moves rather than an ascent. Similarly, some careers consist entirely of short-term
relationships with multiple firms (Borkenhagen & Martin, 2018). For example,
employees in information technology are seen as more committed to their profession than
their organizations (Mcknight, Phillips, & Hardgrave, 2009). Employees also expect
support from their employers for their efforts to control their careers by investing in
personal development and growth (De Cuyper, Van der Heijden, & De Witte, 2011). A
lack of reciprocity may influence employees to explore their employability outside the
organization based on their perceived career mobility. The need to manage human
resources by the organization thus follows a priori from any view of the organization
(Morrell, Loan-Clarke, & Wilkinson, 2001).
The following two research questions will guide this dissertation:
1. What is the influence of perceived organizational support, perceived career
mobility, job satisfaction, and affective organizational commitment on
contextual job performance?
2. What is the influence of perceived organizational support, perceived career
mobility, job satisfaction, and affective organizational commitment on
employees’ turnover intentions?
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CHAPTER II. LITERATURE REVIEW
The literature review includes a synthesis of the literature involved in the
theoretical framework of the turnover model this study proposes. The theoretical
foundation for this study is influenced by the concept of organizational equilibrium
(March & Simon, 1958), providing the foundational literature on turnover intentions. The
literature also recognizes the lack of a universally accepted framework for why people
choose to leave organizations (Lee & Mitchell, 1994; Morrell et al., 2001); social
exchange theory (Blau, 1964; Homans, 1961; Thibaut & Kelley, 1959) acts as the
framework for the construct of perceived organizational support. The theories of human
capital and economic opportunity are used to frame the construct of perceived career
mobility. Herzberg’s (1966) dual satisfaction theory is used to frame the constructs of job
satisfaction and organizational commitment.
Research into employee organizational commitment3 reveals that turnover
intentions are often preceded by psychological withdrawal (Bettencourt & Brown, 2003).
A survey of the extant literature reveals several models investigating the effect of selfefficacy on job performance, job satisfaction, and affective organizational commitment
(Karatepe & Uludag, 2007). Researchers have indicated that strong perceived
organizational support leads to positive organizational outcomes, such as increased
organizational commitment, strong job satisfaction, strong job performance (Walumbwa,
Hsu, Wu, Misati, & Christensen-Salem, 2019), and a reduction in turnover intentions.
Additionally, the influence of strong perceived organizational support is evident in
outcomes such as job satisfaction and organizational commitment. Bandura (1977)
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defined efficacy expectation as the conviction that one can successfully execute the
behavior required to produce a given outcome. High performers typically hold selfefficacy beliefs (Karatepe et al., 2007) as they have undergone the orientation and
training process for their respective roles to facilitate the relatively easy attainment of
competency.
Definition of Terms
Perceived career mobility: An underlying feature of career mobility is the
potential to transition from one work role to another (Forrier, Sels, & Stynen, 2009).
Personal competencies and attitudes influence the likelihood of obtaining and retaining a
job. Individuals who favor career mobility would prefer career moves external to the
organization, thus exhibiting turnover intentions.
Job performance: The total expected value to the organization of the discrete
behavioral episodes that an individual conducts over a standard period (Motowidlo &
Harrison, 2012).
Job satisfaction: This is achieved when the job and its environment meet an
individual’s needs; hierarchical needs at lower levels must be satisfied before those at the
top of the pyramid can be fulfilled (Maslow, 1954).
Organizational commitment: The bond between an employee and an organization
links the employee’s identity to that organization. This bond, which Meyer and Allen
(1991) refer to as organizational commitment, reduces employees’ turnover intention.
Organizational commitment as “a state of mind (a) characterizes the employee’s
relationship with the organization, and (b) has implications for the decision to continue or
discontinue membership in the organization” (Meyer & Allen, 1991).
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Turnover intention: Both the cognitive activity in which serious consideration is
given to quitting a job and searching for another and the reality of actually leaving a job
or turning over (Holtom et al., 2008). One’s intention to perform a specific behavior is
the immediate determinant of that behavior (Hemdi & Nasurdin, 2006).
Perceived organizational support: The extent of employees’ general perception of
the degree to which the organization values their contributions and cares about their wellbeing (Eisenberger, Cummings, Armeli, & Lynch, 1997)
Social exchange theory: An attitude or behavior can result from a social exchange
between two or more people and will produce a social structure in equilibrium, where the
rewards and costs fluctuate to keep pace with the frequency of the interaction (Homans,
1958).
Human capital theory: Individuals who invest in themselves to improve job
performance will be less inclined to leave that occupation (Ehrenberg, 2012; Ehrenberg
& Smith, 2012). Potential earnings influence a person’s decision-making regarding career
choice or the industry within which they seek to be involved. From an organization’s
perspective, human capital is fundamental to the creation of value (Fitz-enz, 2010).
Social Exchange Theory
The premise of social exchange theory (Homans, 1958) is that an attitude or
behavior can result from a social exchange process between two or more people. Homans
(1958) demonstrated that a process of exchanging behavior would produce a social
structure in equilibrium where the rewards and costs fluctuate to keep pace with the
frequency of the interaction. The objective with fluctuating benefits and costs is to
fundamentally maximize the benefits and minimize costs. Positive results occur when the
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benefits are perceived as outweighing the costs (Jabutay & Rungruang, 2020). Within the
organizational setting, this manifests as an employee improving their attitude and
commitment and feeling increased job satisfaction, reducing their turnover intentions.
Reciprocity within the context of an organization is reflected in an individual’s
favorable work outcomes being rewarded with greater compensation and benefits from
the employer (Gouldner, 1960). Employees form general beliefs about the value
organizations place on their contributions based on the benefits extended to them
(Eisenberger et al., 1997). Good relationships between the individual and the organization
are reciprocal, with the individual feeling increased obligation to the organization as well
(Gouldner, 1960; Jabutay & Rungruang, 2020).
Thibaut and Kelley (1959) explored social exchange through the theory of
interdependence. They maintained that a high-quality social exchange would be realized
when the perceived rewards outweighed the costs (Haley, 2018). The organization–
employee relationship becomes aligned in the level of mutual attractiveness (Blau, 1960)
as high levels of power, value, and personality are factored in and reciprocated.
Human Capital Theory
An individual who invests in themselves to perform optimally in a job will be less
inclined to leave that occupation (Ehrenberg, 2012; Ehrenberg & Smith, 2012). The
theory of human capital provides a framework to examine influences on individuals’
career mobility decisions. Human capital theory advocates that potential earnings
influence a person’s career choices. In The Economic Value of Education, Schultz (1963)
discussed the value of human capital and its potential to increase earnings. From the
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organization’s perspective, human capital plays a fundamental role in creating value
(Fitz-enz, 2010), contributing to achieving the company’s strategic objectives.
Career mobility is characterized by internal factors, such as vocational or jobrelated knowledge and skills (Rothwell et al., 2008). Employability helps employees cope
with work transitions in a turbulent employment market (Fugate, Kinicki, & Ashforth,
2004). Employees will be confident in their ability to navigate the labor market if they
believe that their current occupational expertise and the organization with which they are
affiliated are perceived as high-value.
Individuals will evaluate the costs and benefits associated with a turnover
decision. Salary, working conditions, and professional training are some of the most
common benefits and costs associated with a career mobility decision. If a new job is
perceived as offering greater utility and happiness compared with an employee’s existing
employment conditions and the mobility costs of the change are minimal (Ehrenberg &
Smith, 2012), the net benefits derived will be greater. If the cost of quitting is perceived
as greater than the benefits of remaining, the employee will perceive less career mobility
(Finster, 2013).
The economic potential of career mobility to create positive outcomes for
individuals depends on favorable external conditions and individual attributes (Forrier et
al., 2009; Ng, Sorensen, Eby, & Feldman, 2007). Investments in training and
development to enhance an organization’s human capital, thus incentivizing employees to
remain, will minimize their intention to leave (Hashimoto, 1981). An individual’s value
in the market depends on their level of education and remains a foundation of human
capital that contributes to possible career opportunities (Kornblum et al., 2018).
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Turnover Intentions
Turnover intentions are the most reliable indicator of employee turnover. The
study of turnover (March & Simon, 1958; Porter & Steers, 1973; Vroom, 1964) has
considered job satisfaction, organizational commitment, age, and tenure as influencing
factors (Van Breukelen, Van Der Vlist, & Steensma, 2004). Van Breukelen et al. (2004)
concentrated on job satisfaction, organizational commitment, age, and tenure and
examined additional variance in turnover intentions and voluntary turnover. A
longitudinal study of 296 subjects was undertaken in the Royal Netherlands Navy. The
study found that behavior intentions served as the best indicator of turnover, while job
satisfaction and tenure explained the observed variance (Van Breukelen et al., 2004).
In a meta-analysis and path model to estimate the strength of the relationship
between job performance and turnover, Zimmerman and Darnold (2009) utilized data
from 65 studies consisting of 17,918 subjects. The power of the relationship between job
performance and turnover intentions, while controlling for job satisfaction, highlighted
that poor performers were more likely to exit the organization. In another study by Hemdi
and Nasurdin (2006), a theoretical framework assessing employees’ perception of human
resource management practices with development tools such as performance appraisal,
training and development, and career advancement was utilized. The study aimed to
extend knowledge about employees’ turnover intentions by examining the effect of trust
in an organization on turnover intentions. The results indicated that hotel employees
expressed confidence in their organizations through their perceptions of the various
human resource management practices for career advancement, training and
development, and performance appraisal (Hemdi & Nasurdin, 2006). These findings
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reflected that trust in an organization significantly reduced turnover intentions (Hemdi &
Nasurdin, 2006). Employees’ confidence in their organizations tends to reduce turnover
intentions. Walumbwa et al. (2019) found that the work meaningfulness exhibited by
employees showed these employees being more engaged or involved in their jobs and
displaying low turnover intentions.
Perceived Career Mobility
The career mobility literature encompasses individual factors, such as vocational
aspirations and competencies, and other factors, such as organizational structures of
opportunity (Forrier et al., 2009), in the models that explain the construct. Ease of
movement is centrally featured in the career mobility construct and supports but is
distinct from the desire to move (March & Simon, 1958). Mayer and Schoorman (1998)
found that many commitment antecedents are related to measures of commitment, which
are inversely related to a career mobility mindset. Shortly after becoming employed,
people often opt for career mobility outside their organizations.
Within the career mobility literature are factors such as the strength of an
individual’s organizational commitment, job performance, and satisfaction, which
influence their turnover intentions. The strongly committed individual identifies with, is
involved in, and enjoys membership in the organization (Allen & Meyer, 2001). Job
satisfaction and turnover intentions have a negative relationship, and job satisfaction is a
predictor of turnover intentions (Coomber & Barriball, 2007). Employability, or
individuals’ ability to retain or obtain jobs based on the skills and personal flexibility
acquired through employment (Rothwell et al., 2009), supports a career mobility mindset
and increases employee turnover intentions.
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Career mobility implies transitioning from one position to another (Forrier et al.,
2009). Personal competencies and attitudes influence the likelihood of obtaining and
retaining a job. Individuals who display attitudes favoring career mobility would prefer a
career move external to the organization, thus exhibiting turnover intentions. The
traditional career model, characterized by a full-time permanent job with a single
employer, has been progressively replaced by a contemporary career model that
emphasizes interorganizational mobility (Sammarra, Profili, & Innocenti, 2013). The
boundaryless career concept requires employees to be open to transitions across
departments, outside of their field of entry to an industry, outside of an organization but
within the same sector, and across industries. Career mobility entails individuals
assuming responsibility for their careers, indicating that their personal, unique factors are
critical (Gubler, Arnold, & Coombs, 2014). Individuals become “self-directed” in their
careers, taking responsibility for their career paths rather than being dictated or decided
upon by the organization. Interorganizational career shifts are characteristic of the
“boundaryless career,” defined as “sequences of job opportunities that go beyond the
boundaries of single employment settings” (DeFillippi & Arthur, 1994, p. 2).
The literature on career mobility sees individuals’ motivation to move across
organizations as influenced by the need to seek higher levels of job success and income
and a desire for an upward trajectory along the career ladder (Cheramie, Sturman, &
Walsh, 2007; Mao, 2004). The competencies to pursue this kind of transition across
industries would have been acquired through individuals’ work experiences and are
conceived of as the information, knowledge, and relationships individuals may deploy
throughout their careers (Gerli, Boneso, & Pizzi, 2015). Career mobility also involves
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individuals being deliberate about seeking careers external to their current organizations
(Briscoe, Hall, & DeMuth, 2006). The pursuit of a career external to the organization
with which they are currently employed depends on the perceived potential benefits of
the role to be pursued (Gunz, Peiperl, & Tzabbar, 2007).
The economic, as well as the non-pecuniary, benefits of a role may serve as
positive influencing factors that depend on an individual’s perceived career mobility,
which encompasses self-perceived employability. The relationship between selfperceived employability and self-efficacy is extended where self-efficacy is preceded by
self-perceived employability among individuals with work experience (Bernstson,
Naswall, & Syerke, 2008). The psychological contract with these individuals’ employers
is bounded by the expectation that they provide a service based on their skills and
attributes, while the employer compensates for that utility with agreed-upon benefits.
An essential element of the career mobility framework is the individual’s
confidence in their ability to advance in their career based on their education, training,
skills, and the potential labor market. This kind of confidence provides an individual with
the mindset that because they can attain the performance goals established for their job
functions, they will be able to perform similarly in comparable environments. This type
of success produces a confident career mobility mindset conceptualized as a form of
work-specific active adaptability that enables workers to identify and realize career
opportunities (Fugate et al., 2004). An employee’s job performance is bolstered by this
confidence and reflected in the individual’s openness to transitioning across departments
or organizations. In a study on job performance, Meyer et al. (1989) found that affective
commitment correlated positively with job performance among first-level managers,
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whereas continuance commitment correlated negatively with job performance (Keller,
1997). An individual may display a higher intent to quit if the job no longer challenges
them or if they have ascended to the highest capacity that the job offers.
Perceived Organizational Support
Perceived organizational support refers to the degree to which employees believe
their organization cares about them and values their contribution (Eisenberger,
Huntington & Hutchison, 1986). The principles of social exchange theory underlying the
premise of perceived organizational support depend on attributes of relational reciprocity,
where individuals seek to maximize the benefits of the relationship (Blau, 1986). An
employee feels a sense of obligation towards the organization when they are recognized
for their work, achievements, and performance level within their role or the outcomes of
their job functions (Gouldner, 1960). The rewards, recognition, and extrinsic benefits
provided to the employee are indications that the organization seeks to establish and
maintain a social relationship (Finster, 2013). The feelings of confidence the employee
develops as a result of organizational support and recognition will further encourage the
employee to immerse themselves fully in organizational goals and objectives
(Eisenberger et al., 1997; Maertz, Griffeth, Campbell, & Allen, 2007; Newman,
Thanacoody, & Hui, 2011).
Eisenberger et al. (1997) found that employees personified their organizations by
considering the actions that the organizations’ agents exercise as representatives of the
organization. When assessing supervisors’ behavior, employees connected the
supervisors’ actions with dispositional tendencies, that is, the power that comes with the
position. Thibaut and Riecken (1955) found that power relations influence individuals’
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perceptions of the social environment. A supervisor will be viewed by an employee
through the lens of how they display recognition and value of the employee’s
contribution by showing care for their well-being (Maertz et al., 2007). Perceived
supervisor support will be manifested in instruments such as the balanced scorecard
(Kaplan & Norton, 1992), which indicates the organization’s interest in developing the
individual. The practice and promotion of perceived organizational support modeled by
the supervisor and the job’s development facilities will influence employees to be
obligated and motivated to engage in work behaviors that positively affect the
organization (Blau, 1964; Gouldner, 1960; Panaccio & Vandenberghe, 2009).
Processes within an organization influence employee behavior (ArmstrongStassen, 1998). For example, employees enjoying high levels of organizational support
were shown to display high levels of job satisfaction based on a longitudinal survey
undertaken by Armstrong-Stassen (1998). Individuals with a strong perception of
organizational support from their supervisor and department were committed to them and
had greater job satisfaction (Maan, Abid, Butt, Ashfaq, & Ahmed, 2020). Within the
context of social exchange theory, the relationship between an individual and an
organization will be strengthened when the individual associates positively with their job
and the organization (Armstrong-Stassen, 1998; Maan et al., 2020). Employees will be
more satisfied with their jobs and reciprocate this organizational support in various ways
(Maan et al., 2020).
Affective Organizational Commitment
The bond between an employee and an organization links the employee’s identity
to that of the organization. This bond, referred to as organizational commitment by
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Meyer and Allen (1991), will reduce employees’ turnover intentions. A high
organizational commitment will lead to lower turnover intentions (Dawley, Stephens, &
Stephens, 2005). Meyer and Allen (1991) believed that organizational commitment is “a
psychological link between the employee and his or her organization that makes it less
likely that the employee will voluntarily leave the organization” (Meyer & Allen, 1996,
p. 1). Porter, Steers, Mowday, & Boulian (1974) suggested that organizational
commitment embodies an individual’s accordance with the company’s goals and values,
as well as their inclination to accomplish those goals. Moreover, organizational
commitment shows a person’s enthusiasm to continue their employment with the current
organization (Porter et al., 1974). Hackett, Lapierre, and Hausdorf (2001) defined
organizational commitment as a strong belief in and acceptance of an organization’s
goals and values, a readiness to exert considerable effort for the organization and attain
high job performance outcomes, and a strong desire to remain an organizational member.
An individual’s positive regard of the work environment, pay, task satisfaction,
coworkers, and their motivation to perform the job functions combine to create job
satisfaction. Herzberg, Mausner, and Snyderman (1959) theorized that individuals are
motivated more by intrinsic than extrinsic factors in their work. In fulfilling Maslow’s
(1954) hierarchy of needs, an individual will indicate greater satisfaction in the job.
Larkin, Brantley-Dias, and Lokey-Vega (2016) suggest job satisfaction depends on how
closely a person’s abilities match the requirements of the job. An employee’s satisfaction
with their job will motivate them (Maslow, 1954; Vroom, 1964) to attain high
performance standards. Affective commitment may be the essence of organizational
commitment (Meyer & Herscovitch, 2001) that motivates an employee. Affective
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organizational commitment positively correlates with organizational citizenship behavior
(Meyer et al., 2002) and may also be affected by an individual’s perception of
organizational support (Allen & Shanock, 2013; Kawai & Strange, 2014; Rhoades,
Eisenberger, & Armeli, 2001). An individual’s affective organizational commitment has
also been shown to help organizations meet their strategic goals and objectives when it
positively influences contextual job performance (Kraimer & Wayne, 2004; Wright &
Bonett, 2002).
Job Satisfaction
Job satisfaction is achieved when the job and its environment meet an individual’s
needs (Maslow, 1954). Maslow’s hierarchical needs must be satisfied at the lower level
before the top of the pyramid can be fulfilled. For example, the most basic physiological
needs must be met before safety needs, love and belonging, esteem, and self-actualization
needs can be met. Similarly, when an employee feels connected, safe, and has a sense of
belonging at their workplace, higher-level needs such as esteem and self-actualization can
be achieved (Larkin et al., 2016). Herzberg’s two-factor theory of motivation, hygiene,
and motivators also appears in the job satisfaction literature. Intrinsic motivational
factors, which include recognition, achievement, and self-satisfaction, contribute
positively to increasing job satisfaction when attained. Extrinsic factors of hygiene, such
as pay and associated benefits, organizational policies, and working environment, act as
dissatisfiers (Herzberg et al., 1959). The implication within the realm of job satisfaction
is that, as the measure of intrinsic factors increases, turnover intentions decrease
(Holston-Okae, 2017). However, other working environment factors, such as being
required to work additional hours interacting with demanding or overbearing customers,
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may be reasons for employees to indicate turnover intentions as a consequence of job
dissatisfaction. Hom et al. (2012) further elaborated that if an employee is dissatisfied,
they will search for alternatives and compare those alternatives via a rational decisionmaking process.
Contextual Job Performance
Performance is the expected organizational value of people’s behaviors, while the
results of their performance refer to states or conditions that are changed by what they do
(Motowidlo & Kell, 2012). Viswesvaran and Ones (2008) refer to scalable actions,
behaviors, and outcomes that employees engage in or bring about that are linked with and
contribute to organizational goals. This task performance concept considers only
behaviors relevant to achieving the organizational goals that encompass the features of
the job; for example, “assembling parts of a car engine, selling personal computers,
teaching basic reading skills to elementary school children, or performing heart surgery
(Sonnentag & Frese, 2005). Peterson, Luthans, Avolio, Walumbwa, and Zhang (2011), in
a study on psychological capital being comprised of efficacy, hope, optimism, and
resilience, found that these necessary resources impact motivation and performance
(Hobfoll, 2002). In the same vein, Walumbwa, Peterson, Avolio, and Hartnell (2010)
demonstrated that employees build up their psychological capital over time to improve
their future performance (see also Peterson et al., 2011).
Performance at a high level is necessary for organizations to derive benefit from
individuals’ output, establish and maintain a competitive advantage based on their
strategic implementation, and deliver excellent service or products to their customers.
Optimum employee performance is the foundation of such organization outcomes.
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Organizations need highly performing individuals to meet their goals (Sonnentag &
Frese, 2005). High performance outcomes also satisfy the individual through their
mastery, pride, recognition, financial rewards, and other benefits. High performers within
an organization tend to experience career growth and enjoy potential career opportunities
in the job market.
Performance as a multidimensional construct sees employees’ behavior
acknowledged in outcomes encompassing task performance, contextual performance, and
counterproductive work behavior (Koopmans, Bernaards, Hildebrandt, van Buuren, van
der Beek, & de Vet, 2012; Viswesvaran & Ones, 2000). Borman and Motowidlo (1993)
provide a distinction between task and contextual performance by referring to contextual
performance as behaviors the employee exercises, influencing the psychological, social,
and organizational context of the job and contributing to organizational effectiveness; this
is ubiquitous in most jobs (Koopman, 2014). Dimensions of contextual performance have
been drawn from other frameworks, which Koopman (2014) and Motowidlo (2003)
elucidate to include written and oral communication, demonstrable effort, personal
discipline, facilitating peer and team performance, supervision and leadership, and
management and administration. Wisecarver, Carpenter, and Kilcullen (2007) also
detailed non-job-specific task proficiency, management peer–team interaction, discipline,
and effort as dimensions of contextual performance. Counterproductive work behaviors
refer to deviant activities such as sabotaging company implements, individual withdrawal
activities, pilfering, and abuse (Spector, Fox, Penney, Bruursema, Goh, and Kessler,
2006).
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CHAPTER III. RESEARCH MODEL AND HYPOTHESES
Figure 1, below, summarizes the hypothesized relationships tested in this study.
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Figure 1. Hypothesized Model

Based on the previous discussion, to fully understand employee turnover,
additional factors must be examined for how they affect employee turnover intentions.
An individual’s perceived career mobility will moderate the influence of perceived
organizational support on turnover intentions and job performance, mediated by an
individual’s organizational commitment and job satisfaction.
Perceived organizational support reflects the organization’s willingness and
actions to compensate individuals for efforts made on its behalf, meet their
socioemotional needs, and assure necessary aid (Eisenberger, Armeli, Rexwinkel, Lynch,
& Rhoades, 2001). This assurance, provided by the organization, improves the
individual’s perception of organizational support. Employees reciprocate with a felt
obligation to care about the organization’s welfare and help the organization reach its
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objectives (Eisenberger et al., 2001). Employees tend to value returns or rewards from the
organization (Yahya, Mansor, & Warokka, 2012) that are perceived as the organization’s
valuation of their contributions and, thus, commit to the organization continually.
Employees who perceive favorable support from their organization will develop a strong
commitment to the organization based on the expectation of a reciprocal employee
attitude (Rhoades, Eisenberger, & Armeli, 2001). Employees who perceive positive
organizational support will seek to develop an affective commitment to the institution,
contributing to the achievement of organizational goals and objectives. It is hypothesized
that:
H1: Perceived organizational support positively relates to employees’ affective
organizational commitment.
Employees view employment as a reciprocal-exchange relationship (Eisenberger
et al., 1997). Reciprocity, which is the foundation of social exchange theory, implies that
people respond positively to favorable treatment received from others (Blau, 1964;
Gouldner, 1960). The favorableness of job conditions should contribute to perceived
organizational support more substantially if it is believed to result from voluntary action
by the organization (Eisenberger et al., 1997). Job conditions being favorable should
increase job satisfaction. Perceived organizational support, being central to the social
exchange process, will result in the employee associating positively with their job and
organization, becoming loyal, and being more satisfied with their job and organization. It
is hypothesized that:
H2: Perceived organizational support positively relates to employee job satisfaction.
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The bond between employee and organization links the employee’s identity to
that of the organization. This bond, referred to as organizational commitment by Meyer
and Allen (1991), will reduce employees’ turnover intentions. A high commitment will
lead to lower turnover intentions (Dawley et al., 2005). Organizational commitment,
defined as a strong belief in and acceptance of the organization’s goals and values
(Watson, 2018), contains the element of affective commitment.

n employee’s emotional

attachment is enhanced by their positive job satisfaction index. The higher the emotional
attachment, the more committed an employee will be to an organization (Allen & Meyer,
2001).
The positive relationship between the strength of self-efficacy and the probability
of successful performance (Bandura, 1977) will strengthen an individual’s self-belief,
influencing a positive attitude towards their likelihood of success in transitioning across
careers. Individuals “assess their job skills and interests, set appropriate career objectives,
develop realistic career plans” (Poon, 2004, p. 377), become “employable” (De Cuyper et
al., 2011, p. 13), and establish an awareness of the organizational environment.
An intention to quit is the estimated probability of an employee planning to leave
an organization shortly (Vandenberg & Nelson, 1999). Herzberg (1968) listed
dissatisfiers that could influence an individual’s dissatisfaction with their job and indicate
an intent to quit. For example, variables such as salary, growth potential, status, and job
security are extrinsic factors that contribute to employee job satisfaction. The more
positively the employee feels about these factors, the less their desire to eventually leave
the organization. Additionally, there have been suggestions that intrinsic factors offer
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even more powerful motivation than extrinsic factors (Chiang & Jang, 2008). It is
hypothesized that:
H3: Affective organizational commitment negatively relates to employees’ turnover
intentions.
Walumbwa et al. (2019), in an examination of service performance and collective
turnover, iterated that individuals are more likely to engage in high-quality service
performance when they feel that their work is rewarding, worthwhile, and valuable.
Weitz (1981) suggests salespeople will be more successful when they adapt their
behavior to the sales situation or when they are more committed. Work motivation is the
degree to which employees are willing to expend effort on their jobs, facilitated by their
commitment to the organization. Job performance is partially a function of an employee’s
motivation to perform (Dubinsky & Hartley, 1986) and will increase as their commitment
to the organization increases. Employees who enjoy positive work experiences tend to
display affective commitment because they expect these experiences to continue. It is
hypothesized that:
H4: Affective organizational commitment positively relates to employees’ contextual job
performance.
H5: Affective organizational commitment will mediate the relationship between perceived
organizational support and turnover intentions.
H6: Affective organizational commitment will mediate the relationship between perceived
organizational support and contextual job performance.
Job satisfaction refers to individuals’ positive affection for the work environment,
pay, task satisfaction, coworkers, and their motivation to perform job functions.
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Individuals are motivated more by intrinsic than extrinsic factors in their work, as
Herzberg et al. (1959) theorized. As an individual ascends Maslow’s (1954) hierarchy of
needs in their job, they will indicate greater satisfaction in the job. If the employee is not
attaining stages four and five within

aslow’s hierarchy of needs, they may seek a new

opportunity. Vroom’s (1964) expectancy theory suggests that employers reward
employees who deserve rewards based on their performance. This expansion of
Herzberg’s motivational theory supports the view that job satisfiers and job dissatisfiers
will influence an employee’s intention to quit or stay at an organization. An employee’s
job satisfaction, viewed by human relations theorists as Strauss (1968) commented,
should lead to higher productivity. Edward’s (1954) model of behavioral decision theory
proposes that, given the option to make a behavioral choice, an individual will select the
option perceived to offer an expected utility at the highest value (Fishbein & Ajzen,
1975). It is hypothesized that:
H7: Job satisfaction negatively relates to turnover intentions.
The general assumption that attitudes predict behavior (Fishbein & Ajzen, 1975)
implies a positive relationship between job satisfaction and job performance. Job
satisfaction leads to job performance when the employee’s central identity is obtained
from their job (Judge et al., 2001). Charng et al. (1988) highlight the relevance of
attitude–behavior relationships where the attitude will be positive towards the job if it is
important to the individual’s self-concept. Similarly, intrinsic satisfaction with a job and
the desire to perform well may develop out of an employee’s moral obligation as a
personal standard is established (Schwartz & Tessler, 1972). Mood, in the form of affect,
a derivative and indication of satisfaction, might affect job performance because
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individuals who like their jobs are apt to experience good moods at work (Brief, Butcher,
& Roberson, 1995; Staw & Barsade, 1993). It is hypothesized that:
H8: Job satisfaction positively relates to contextual job performance.
H9: Job satisfaction will mediate the relationship between perceived organizational
support and turnover intentions.
H10: Job satisfaction will mediate the relationship between perceived organizational
support and contextual job performance.
An employee’s perceived career mobility is a product of micro-level individual
and macro-level structural factors. Employees’ confidence in their marketability based on
their experience and educational level will be influenced concurrently by the
characteristics of the economy (Ng et al., 2007). Available mobility options in the form
of economic opportunities in the labor market within the context of organizational
misalignment with the employee’s desire for career advancement and increased income
benefits will reduce the employee’s organizational commitment and job satisfaction.
Career mobility may indicate that the employee is not fully invested in seeking to attain
maximum levels of job performance in their current role. Employees will exhibit
withdrawal behaviors if they do not share values or identify with the organization and
embrace career development as a personal mandate. This may be indicated by the
employee displaying low performance and not achieving the goals of the job role.
However, the employee may also recognize that performance can be the best foundation
for future career development and success in the labor market (Sonnentag & Frese,
2005). The employee may sense the need to display positive work attitudes and achieve
excellent performance rankings to obtain recommendations or references based on their
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current job role. Within the context of trying to develop their career (Arthur and
Rousseau, 1996), employees will exhibit increased job performance.
An underlying feature of career mobility is the implication of transitioning from
one role to another (Forrier et al., 2009). Personal competencies and attitudes influence
the likelihood of obtaining and retaining a job. Individuals who display attitudes favoring
career mobility would prefer career moves external to their current organization, thus
exhibiting turnover intentions. Individuals with a high career mobility index are likely to
exit their current organization when executing a career move. Determinants within the
perceived career mobility literature include several factors. For example, Yucel and
Bektas (2012) found that age had a moderating effect on job satisfaction and
organizational commitment outcomes. Demographic variables such as age, sex,
education, and job level influence leadership outcomes (Walumbwa et al., 2008) and
research on the influence of age showed mixed results based on the employee’s tenure at
various career stages. Age as an important measure of time is integrated into the work
context of employees to the extent that research suggests employees who are older or
have relatively long organizational tenure are likely to be emotionally connected to the
organization (Riordan et al., 2003). Some researchers have found that as employees
advance in age, they are more likely to remain with their organizations. They perceive
fewer job alternatives as available to them and do not engage in frequent job searches
(Riordan et al., 2003). Younger employees have indicated a greater propensity and social
acceptance for changing jobs (Narayanan et al., 2019; Yucel & Bektas, 2012). Perceived
career mobility will moderate the relationships of the latent constructs in the model.
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H11: Perceived career mobility moderates the relationship between perceived
organizational support and affective organizational commitment such that the
relationship between perceived organizational support and organizational commitment is
strengthened based on the strength of an employee’s perceived career mobility index.
H12: Perceived career mobility moderates the relationship between perceived
organizational support and job satisfaction such that the relationship between perceived
organizational support and job satisfaction is strengthened based on the strength of an
employee’s perceived career mobility index.
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CHAPTER IV. METHODOLOGY
This chapter provides the methodology for this study. It presents the specifics of
the chosen research method, data collection, the population of interest, operationalization
of the constructs, and the process to validate all research instruments and protocols
observed in the study. This study is a descriptive examination of the relationships
between the independent variables of perceived career mobility, perceived organizational
support, organizational commitment, job satisfaction, and turnover intentions. Structural
equation modeling complements the examination of these latent variables and
interrelationships to test the hypotheses.
Research Design
This study used a cross-sectional quantitative research design and gathered data
through an online survey questionnaire. Utilizing an online survey limits bias that may
tend to disrupt the results, provides greater accuracy, facilitates the participation of
respondents regardless of location, and reduces the costs associated with completing the
survey (Couper, 2000). The research involved an examination of the relationships among
perceived career mobility, perceived organizational support, affective organizational
commitment, job satisfaction, contextual job performance, and turnover intentions by
analyzing numerical data according to the quantitative research method. The respondents’
demographic information was collected after their responses to the research construct
questions.
Research Model
This study’s research model incorporates six latent variables, 23 observed
variables, and a total of 12 hypotheses. All the constructs in the research model are latent
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variables and difficult to measure. One approach is to measure them indirectly (Hair,
Hult, Ringle, & Sarstedt, 2022) by allowing items and scales to be used as measures of
latent variables (Sosik, Kahai, & Piovoso, 2009). All the latent variables in the model are
reflective, representing the factor loadings emerging from the latent variables (Sosik et
al., 2009). Jarvis, Mackenzie, and Podsakoff (2003) highlight a typical example of a
reflective indicator model as one including constructs such as attitudes. The indicators are
assumed to be interchangeable, reflect the same underlying construct, and have the same
antecedents and consequences (Jarvis et al., 2003). In this model, the indicators are
conceptually similar, making the latent variables reflective, and determined by the latent
variable (Sosik et al., 2009).
The model consists of both endogenous and exogenous constructs. Endogenous
constructs are those that the model explains, that is, they are influenced by the
independent or exogenous variables in the model (Hair et al., 2022). They are the
response variables of the model and may also influence other variables in the model
(Bollen & Noble, 2011). In other words, they are the constructs in the model that the
research seeks to explain (Smelser & Baltes, 2001). The exogenous constructs are those
in the model that explain other constructs in the model (Hair et al., 2022). They are not
influenced by other variables in the model (Kenny, 2011; Smelser & Baltes, 2001) but
rather, are explained by variables outside the model (Nadeau, Lewis-Beck & Belanger,
2013). The exogenous variables in this model are perceived organizational support and
perceived career mobility, while affective organizational commitment, job satisfaction,
turnover intentions, and contextual job performance are the endogenous variables.
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Structural Equation Modeling (SEM)
A partial-least square approach to structural equation modeling (PLS-SEM) was
used to test the hypotheses. Referred to as a second-generation technique (Hair et al.,
2022) PLS-SEM accounts for measurement error and provides a method for the statistical
analysis of the interrelationships between observed and latent constructs (Hair, Risher,
Sarstedt, & Ringle, 2019). PLS-SEM is increasingly being used in disciplines such as
human resource management (Ringle et., 2019), organizational management (Sosik et al.,
2009), and strategic management (Hair et al., 2012).
PLS-SEM is appropriate for this study because it is an established method to
analyze composite-based path models as reflected in the study’s structural model.
Structural equation modeling (SEM) is an examination of the relationships between
exogenous (independent) and endogenous (dependent) variables, using a collection of
statistical techniques (Crossman, 2020; Tabachnick, Fidell, & Ullman, 2019) and has
proven a useful analytical framework for examining complex, interrelated, and
multidimensional models (Hair et al., 2018; Tomarken & Waller, 2005). The
appropriateness of PLS-SEM for this study is supported by the exploratory nature of this
research (Yanez-Araque, Hernandez-Perlines, & Moreno-Garcia, 2017), the adoption of
scales that have been validated in previous studies (Reinartz, Haenlein, & Henseler,
2009), and the complexity of the model (Hair et al., 2022).
Data analysis was conducted with Smart PLS 3.0 (Ringle, Wende, & Becker,
2015). This study considers factors such as how individuals perceive their organizations’
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support, their affective organizational commitment, job satisfaction, contextual job
performance, and turnover intentions.
Sample Selection and Context
The unit of analysis in this study is at the individual level. The study population is
workers employed in the United States. The participants had to be at least 18 years of age
to be eligible for participation in the study, employed for at least six months, indicate the
industry within which they were employed, and the time they had been employed. The
study was open to individuals of any race, gender, or ethnicity. Random sampling is used
to select participants in a quantitative study as it allows for an equal selection of
individuals (Ingham-Broomfield, 2014). Non-probability convenience sampling (Davies
& Hughes, 2014) was used. Non-probability convenience sampling involves collecting
data from participants on a first-come-first-served basis upon meeting specific criteria
(Robinson, 2014). Respondents were recruited on Amazon Mechanical Turk (Mturk),
which has become increasingly popular for social science research (Antoun, Zhang,
Conrad, & Schober, 2015) and gives access to a large population of willing participants
for research studies. Researchers have also found that the data collected from Amazon
Mturk participants are reliable and comparable to data collected from other convenience
samples (Behrend, Sharek, Meade, & Wiebe 2011; Buhrmester, Kwang, & Gosling,
2011).
Evaluation and approval were sought from the institutional review board (IRB)
and granted after an expedited review process confirmed that the study presented no more
than minimal risk to human subjects and met the required criteria. After IRB approval
was received, a pilot study was conducted with 30 adults across various industries. The
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participants included male and female participants aged 19–55 years old. The pilot study
was used to test the reliability and validity of the instruments, ensuring the clarity of the
information presented in the survey. After analyzing the pilot study, the survey was
distributed via Amazon Mturk with a link to the Qualtrics survey platform where it was
hosted. Data were collected in September 2021 over a two-day period. Respondents’
identities were confidential and could only be accessed by the researcher.
The questionnaire used in the study consisted of 79 items on a 5-point Likert
scale. All scales in the survey were from previous studies and adapted with minor
modifications for this study. Appendix A lists the retained items from the scales used in
this study.
A total of 300 employees from various industries participated in the study. Of the
300 completed surveys, 39 participants were removed from the final dataset used in the
analysis because of missing information. The final sample used for hypothesis testing
was 261 participants, representing 87% of the total responses received. The final sample
population is an adequate percentage of the total sample collected. Each participant
received $2.00 as compensation for completing the questionnaire. An informational letter
was included in the survey to explain the purpose of the study to participants and their
obligations. Appendix B presents a copy of the informational letter included in the
survey. A psychological separation was included in the questionnaire between the items
measuring the independent variables and those measuring the dependent variables to
minimize non-response while addressing potential issues associated with common
method variance concerns (Podsakoff, Mackenzie, & Podsakoff, 2012).
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Measures
The survey questionnaire (Appendix A) consisted of seven sections measuring
one independent variable, two mediating variables, one moderating variable, two
dependent variables, and a final section capturing demographic data, such as age, gender,
and organizational tenure, used to measure control items. The survey instruments had
already been used in the existing literature.
Perceived organizational support: Perceived organizational support was
measured with four items following Rhoades and Eisenberger’s (2002, p. 699)
recommendation, using a 5-point Likert scale (from 1 = strongly disagree to 5 = strongly
agree). The high internal reliability of the longer, unidimensional original scale transfers
to the shorter version used in this study. Valuation of employees’ contributions and care
for employees’ well-being, both elements of perceived organizational commitment, are
represented in this questionnaire (Rhoades & Eisenberger, 2002). Sample items included
“The organization values my contribution to its wellbeing” and “The organization really
cares about my well-being.” The Cronbach’s alpha for this measure is 0.826.
Perceived career mobility: Perceived career mobility was measured with six
items from a modified adapted scale Joao & Coetzee (2012) designed with items to assess
intraorganizational as well as interorganizational constructs for their work on perceived
career mobility, job retention, and organizational commitment in the financial sector in
South Africa. Sample items included “There are many good jobs available for me within
my industry” and “I have the opportunity to move easily between organizations.” A 5point Likert scale (from 1 = strongly disagree to 5 = strongly agree) was used to gather
feedback. The Cronbach’s alpha for this measure is 0.845.
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Perceived affective organizational commitment: Perceived affective
organizational commitment was measured with three items from a modified shortened
version of Allen and Meyer’s (1990) work, revised by Meyer, Allen, and Smith (1993).
The scale used in this survey was a 5-point Likert scale (from 1 = strongly disagree to 5 =
strongly agree). Sample items included, “I would be very happy to spend the rest of my
career in the organization” and “This organization has a great deal of personal meaning
for me.” The Cronbach’s alpha for this measure is 0.786.
Job satisfaction: Job satisfaction was measured with four items from the
Minnesota Satisfaction Questionnaire’s 20-item short-form version (1977), using a 5point Likert scale (from 1 = strongly disagree to 5 = strongly agree). Sample items
included: “I like my pay and the amount of work I do” and “I get a feeling of
accomplishment from the job.” The Cronbach’s alpha for this measure is 0.795.
Turnover intentions: Turnover intentions were measured with three items from
Roodt’s (2004) turnover intention scale, modified and validated by Bothma and Roodt
(2013), and using a 5-point Likert scale (from 1 = strongly disagree to 5 = strongly
agree). Sample items included, “I often consider leaving my job” and “If offered, I am
likely to accept another job at the same compensation level.” The Cronbach’s alpha for
this measure is 0.765.
Contextual job performance: Contextual job performance was measured with
four items from the individual work performance questionnaire (IWPQ) developed and
validated by Koopmans et al. (2016), using a 5-point Likert scale (from 1 = strongly
disagree to 5 = strongly agree). The 18-item individual work performance questionnaire
consists of the dimensions task performance (5 items), contextual performance (8 items),
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and counterproductive work behavior (5 items). The cross-cultural adapted American
English version of the questionnaire, which produced positive results for internal
reliability and content validity, was used in the study. The development of the individual
work performance questionnaire for research purposes is to measure individual work
performance in a general population (Koopmans, 2015). Sample items included, “I took
on extra responsibilities” and “I continually sought new challenges in my work.” The
Cronbach’s alpha for this measure is 0.705.
Control variables: The survey included items to capture the participants’
demographic characteristics. The demographic information collected included the
participants’ gender, age, education level, current industry, organizational tenure, role
tenure, job classification, annual income, and work location. The demographic data,
gender, and organizational tenure were the control variables used in this study (see
Appendix A for the complete list of the retained measures).
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CHAPTER V. DATA ANALYSIS AND RESULTS
In this chapter, I will provide details of the data analysis. I will report the means,
standard deviations, skewness, and kurtosis of the data. I will then report the
demographic data describing the sample. The measurement model will be analyzed,
describing the separate scales’ subfactors, internal consistency reliability, convergent
validity, and discriminant validity. The full structural model will be presented with the
model assessment and the consequence level of the paths within the model describing the
results of the hypotheses. Statistical Package for the Social Sciences (SPSS V. 27)
software was used to review the data. Smart PLS V.3 PLS-SEM (Ringle et al., 2015) was
used for the measurement model, the structural model analysis of the data, and to test the
hypotheses.
Means, Standard Deviations, Skewness, and Kurtosis
The overview of the data was conducted with SPSS V. 27 software. Each
variable’s minimum, maximum, mean, standard deviation, kurtosis, and skewness was
calculated, as reported in Table 1.
For the reported dataset, the means ranged from a high of 6.89 (industry level) to
a low of 1.33 (gender). The highest value for industry level was 14, which corresponded
to the health industry. Gender was coded with a value of 1 for male respondents and 2 for
female respondents.
The symmetry of the data was evaluated by determining the skewness values. A
symmetric distribution (Guthrie, 2020; Myers, Well, Lorch, & Well, 2010) is represented
by a value of 0. The normality of the data was assessed by the kurtosis values, reflecting
the distribution peaks (Myers et al., 2010). Skewness values below an absolute value of 3
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are generally accepted, as are kurtosis values below an absolute value of 10 (Guthrie,
2020).
The highest skewness value is 1.01, for age, and the highest kurtosis value is 1.48,
for gender. Both values for each variable for the data set are accepted based on the
general rule. Normality and symmetry are assumed.
Table 1: Means, Standard Deviation, Skewness, and Kurtosis
Construct

Item

Demographics
of
Respondents

Perceived
Organizational
Support

Perceived
Career
Mobility

Affective
Organizational
Commitment
Job
Satisfaction

Turnover
Intentions
Contextual
Job
Performance

Min

Max

Mean

Standard
Deviation

Kurtosis

Skewness

GENDER
AGE
EDUCATION
INDUSTRY
ORG_TENURE
POS_1
POS_4
POS_6
POS_8
PCM_1
PCM_2
PCM_3
PCM_4
PCM_6
PCM_9
ORGCMT_1
ORGCMT_2
ORGCMT_5
JSS_12
JSS_17
JSS_19
JSS_20
TIS_1
TIS_3
TIS_5
JP_10

1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

2
7
5
14
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5

1.33
3.24
3.06
6.89
3.17
3.81
3.75
3.74
3.87
3.82
3.64
3.64
3.60
3.67
3.71
3.69
3.65
3.61
3.82
3.87
3.79
3.91
3.28
3.51
3.40
3.96

0.47
1.45
0.89
3.71
1.13
0.97
1.05
1.08
0.97
0.97
1.13
1.10
1.18
1.08
1.06
1.12
1.17
1.14
1.03
1.02
1.05
0.98
1.34
1.14
1.21
0.90

-1.48
0.35
0.77
-1.22
-0.97
0.87
0.10
0.01
0.32
0.70
-0.41
-0.35
-0.51
-0.14
-0.26
0.31
-0.10
-0.27
0.32
0.55
-0.14
0.74
-1.07
-0.63
-0.81
0.92

0.73
1.01
-0.99
0.09
0.29
-0.99
-0.79
-0.79
-0.81
-0.90
-0.58
-0.63
-0.64
-0.65
-0.67
-0.94
-0.79
-0.70
-0.87
-0.93
-0.71
-0.94
-0.43
-0.44
-0.40
-0.96

JP_11

1

5

3.79

1.03

-0.13

-0.65

JP_12

1

5

3.83

0.96

0.31

-0.82

JP_13

1

5

3.85

1.08

0.09

-0.83
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Data Demographics
The sample consisted of 261 respondents. Of these, 33% (86 respondents) were
female compared to 67% (175) male. The majority of the respondents were aged 25–30
years old (37.9%), followed by those 31–35 years old (25.7%), 36–40 years old (15.3%),
41–50 years old (10.3%), 56 years old and older (5.0%), 51–55 years old (3.4%) and 19–
24 years old (2.3%). The organizational tenure of the respondents showed 31.8% of them
at 4–5 years of tenure, followed by 30.3 % at 2–3 years, 18.0% over 7 years, 16.9% at 6–
7 years, and 3.1% at 0–1 year. Of the 175 male respondents, 31.4% (55) had tenures of 4–
5 years, 29.1% (51) had tenures of 2–3 years, 18.3% (32) had tenures of 6–7 years, 17.1%
(30) had tenures of over 7 years, and 4.0% (7) had tenures of 0–1 year. Of the 86 female
participants, 32.6% (28) had tenures of 2–3 years, 32.6% (28) had tenures of 4–5 years,
19.8% (17) had tenures of over 7 years, 14.0% (12) had tenures of 6–7 years, and 1.2%
(1) had a tenure of 0–1 year. The educational level showed that 55.6% of respondents had
a 4-year degree, followed by 29.5% with master’s degrees, 11.1% high school graduates,
3.1% with associate’s degrees, and 0.8% with doctoral degrees. The demographics of the
respondents are listed in Table 2.
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Table 2: Demographics of the Sample (n=261)
Variable
Variable Value
Gender
Female
Male

Frequency
86
175

Percent
33%
67%

Age

19–24
25–30
31–35
36–40
41–50
51–55
56 and older

6
99
67
40
27
9
13

2.3%
37.9%
25.7%
15.3%
10.3%
3.4%
5.0%

Organizational Tenure

0–1 year
2–3 years
4–5 years
6–7 years
Over 7 years

8
79
83
44
47

3.1%
30.3%
31.8%
16.9%
18.0%

High school graduate

29

11.1%

Associate degree
Bachelor’s degree
Master’s degree

8
145
77

3.1%
55.6%
29.5%

Doctoral degree

2

0.8%

Extraction of raw
materials/Farming/Fishing
Manufacturing
Utilities—electricity, gas
Construction
Retail
Financial services
Communication
Hospitality and leisure
Real estate
Information technology
Education
Public sector
Research and development
Health

2

0.8%

57
3
21
19
35
8
8
2
69
16
3
7
11

21.8%
1.1%
8.0%
7.3%
13.4%
3.1%
3.1%
0.8%
26.4%
6.1%
1.1%
2.7%
4.2%

Educational Level

Industry
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Measurement Model
All items met the requirements for normal distribution assumptions via skewness
and kurtosis, as discussed earlier. I used Smart PLS 3.0.M3 to evaluate the model. The
measurement model was tested for internal consistency reliability, convergent validity,
and discriminant validity before the structural model was tested. To evaluate a reflective
measurement model, first, the outer (indicator) loadings are examined (Hair et al., 2017).
Indicator loadings above 0.708 indicate that the construct offers acceptable item
reliability and are recommended. In this study, as Hulland (1999) suggested, subfactor
loadings above 0.50 were accepted. The subfactors that least explained the latent
constructs and did not meet the threshold were removed to improve the model fit. The
path model representing the final results is displayed in Figure 2. Primarily, associations
were found among perceived organizational support, perceived career mobility, affective
organizational commitment, job satisfaction, turnover intentions, and contextual job
performance.

Figure 2. The Final Path Model
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Reliability
The measurement model’s inner consistency was analyzed with Cronbach’s alpha
and composite reliability (Jöreskog, 1971). Cronbach’s alpha produces lower values than
composite reliability and should be above 0.60 according to Hair et al. (2010). Higher
levels of reliability are generally indicated by higher values of composite reliability.
Reliability values between 0.70 and 0.90 are considered “satisfactory to good” (Hair et
al., 2017). The factor loadings, Cronbach’s alphas, and composite reliabilities meet the
required thresholds, suggesting sufficient levels of indicator reliability (Hair et al., 2017).
These values are displayed in Table 3.
Internal Consistency Reliability
PLS-SEM also uses the “rho_A” coefficient to verify construct values in PLS.
Reliability coefficient scores of 0.6 or higher for constructs are adequate to meet the
threshold (Bagozzi & Yi, 1988, p. 80) and serve as a good representation of a construct’s
consistency reliability (Hair et al., 2022). “Rho_A” values above 0.70 and below 0.95
(Hair et al., 2017) are a good indication of reliability and should range between the lower
bound of the Cronbach’s alpha and the higher bound of composite reliability. The
“rho_A” of the constructs for perceived organizational support (POS), affective
organizational commitment (AOC), job satisfaction (JS), contextual job performance
(CJP), turnover intentions (TI), and perceived career mobility (PCM) are 0.826, 0.787,
0.798, 0.708, 0.812, and 0.847 respectively. Table 3 provides a list of the reliability and
validity values.
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Table 3: Validity and Reliability

Latent
Variable

Indicators

POS_1

Perceived
Organizational
Support

Perceived
Affective
Organizational
Commitment

POS_4
POS_6
POS_8
ORGCMT_
1
ORGCMT_
2
ORGCMT_
5
JSS_12

Job Satisfaction

JSS_17
JSS_19
JSS_20
JP_10

Contextual Job
Performance

JP_11
JP_12
JP_13

Turnover
Intentions

TIS_1
TIS_3
TIS_5
PCM_1
PCM_2

Perceived
Career Mobility

PCM_3
PCM_4
PCM_6
PCM_9

Convergent Validity

Factor
Loadings

Indicator
Reliability

> 0.70
0.811
0.821
0.804
0.805

> 0.50
0.658
0.674
0.646
0.648

0.852

0.726

0.801

0.642

0.857
0.759
0.801
0.797
0.789
0.732
0.714
0.770
0.690
0.913
0.684
0.858
0.761
0.747
0.785
0.731
0.750
0.727

0.734
0.576
0.642
0.635
0.623
0.536
0.510
0.593
0.476
0.834
0.468
0.736
0.579
0.558
0.616
0.534
0.563
0.529

Internal Consistency
Reliability

AVE

Cronbach’
s Alpha

> 0.50

0.60–0.90

0.657

0.826

Rho_A

Discriminant
Validity
Composite
Reliability

HTMT
confidence
does not
include 1

0.60–0.90

0.826

0.884

Yes

0.875

Yes

0.787
0.701

0.786

0.619

0.795

0.798

867

Yes

0.531

0.705

0.708

0.819

Yes

0.679

0.765

0.812

0.862

Yes

0.563

0.845

0.847

0.885

Yes
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Convergent Validity
The convergent validity of each construct is the extent to which the construct
converges to explain the variance of its items. The average variance extracted (AVE) is
the metric used to evaluate a construct’s convergent validity. The AVE is calculated by
squaring the loading of each indicator on the constructs and then computing the mean
value. An AVE is acceptable and indicates that the construct explains at least 50 percent
of the variance items if the value is 0.50 or greater. All AVE values, as displayed in Table
3, range from 0.531 to 0.701, exceeding the threshold value of 0.50 (Hair et al., 2017)
and confirming convergent validity.
Discriminant Validity
The discriminant validity is the extent to which a latent variable is distinct from
other latent variables in the structural model. To assess the discriminant validity of a
reflective model in SEM, the heterotrait–monotrait (HTMT) ratio of the correlations is
used. Bootstrapping, with an upper bound of the 95 percent confidence interval, is
applied to test whether the HTMT value is statistically significantly different from 1.00
(Henseler, Ringle, & Sarstedt, 2015; Ringle et al., 2020). For all the constructs in this
study, the HTMT confidence interval does not include 1.00, confirming discriminant
validity.
The distinctiveness of the construct is traditionally measured by the Fornell–
Larcker criterion (1981) as well, which compares each construct’s AVE to the squared
inter-construct correlation (Hair et al., 2017) of itself and all other reflectively measured
constructs in the model. The AVEs should be larger than the shared variance of all
constructs in the model. Calculating the square roots of the AVEs of the first-order
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constructs produced values exceeding the correlations between each construct and the
others. As a second approach to confirm discriminant validity, the results of the Fornell–
Larcker criterion are displayed in Table 4.
Table 4: Fornell–Larcker criterion
Affective
Organizational
Commitment

Contextual
Job
Performance

Job
Satisfaction

Perceived
Career
Mobility

Perceived
Organizational
Support

Affective
Organizational
Commitment

0.837

Contextual Job
Performance

0.622

0.728

Job satisfaction

0.704

0.657

0.787

0.702

0.656

0.644

0.75

0.726

0.633

0.763

0.661

0.81

0.074

0.065

0.107

0.183

0.02

Perceived
Career Mobility
Perceived
Organizational
Support
Turnover
Intentions

Turnover
Intentions

0.824

Note: The square root of the AVE is shown in italics on the diagonal. Correlations are
below the diagonal.
Structural Model
To evaluate the structural model in SmartPLS (Ringle et al., 2015), a
bootstrapping sampling technique of 10,000 subsamples (Aguirre-Urreta & Ronkko,
2018; Streukens & Leroi-Werelds, 2016) was used after testing the model for validity and
reliability. A two-tailed test was used in the bootstrapping procedure. The significance of
the path coefficients (betas) is determined when the t-values exceed 1.96, using a
significance level of 5% (p < 0.05). The assessment of the path coefficients is included in
the structural model analysis as indicated by the power of the relations among the Rsquare value, independent variables, and dependent variables. The examination of the
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size and significance of the path coefficients (Hair et al., 2019) enables the testing of the
hypothesized relationships among the constructs in the structural model. In the path SEM,
I tested whether perceived organizational support influenced affective organizational
commitment and job satisfaction. I further tested whether affective organizational
commitment and job satisfaction mediated the relationship between perceived
organizational support and turnover intentions and that between perceived organizational
support and contextual job performance. I also used moderation analysis to test whether
perceived career mobility had a moderating influence on the relationship between
perceived organizational support and affective commitment and the relationship between
perceived organizational support and job satisfaction.
Multicollinearity
The structural model contains six constructs, of which two are exogenous
(perceived organizational support and perceived career mobility). To assess the
multicollinearity of the exogenous constructs, variance inflation factor (VIF) measures
are used in SmartPLS (Ringle et al., 2015). Hair et al. (2020) and Garson et al. (2016)
reiterate the common rule of thumb that multicollinearity may exist when the variance
inflation factor (VIF) coefficient is higher than 4.0 and may be problematic. The lower
the VIF, the lower the chances of correlation among the exogenous variables. A
maximum VIF of 5.0 was established by Ringle et al. (2015) and tolerance values greater
than 0.2 are considered acceptable. In this model, all VIF values are below the
conservative threshold established by Hair et al. (2010). The values are between 1.3 and
2.045, indicating that multicollinearity is not an issue among the independent variables.
The tolerance values are greater than 0.2, indicating that there are no issues with
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multicollinearity. SmartPLS gives the VIF coefficients for structural models (Ringle et
al., 2015) as “inner VIF values,” which are shown in Table 5.
Table 5: Inner VIF Values
AOC

CJP

AOC

JS

POS

TI

2.045

2.045

2.005

2.005

CJP
JS
PCM

1.789

1.789

POS

2.045

2.045

TI

Note: AOC = affective organizational commitment, CJP = contextual job performance,
JS = job satisfaction, PCM = perceived career mobility, POS = perceived organizational
support, and TI = turnover intentions.
Path Coefficients and Significance
The bootstrapping process in SmartPLS (Ringle et al., 2015) was conducted on
the model. The significance of the paths was evaluated by examining their t-statistics
results. A t-value greater than 1.96 indicates that the path coefficient (betas) is significant.
An evaluation of the structural model showed that all t-values are greater than 1.96 as
shown in Table 6. All t-values are greater than 1.96 for the outer model, as shown in
Table 7. This confirms that the results are significant as displayed in Figure 3.
Table 6: t-Statistics of the Inner Model
Beta

t-Values (|O/STDEV|)

p-Values

POS -> AOC

0.469

6.205

POS -> JS

0.604

8.437

< 0.001
< 0.001

AOC -> TI

0.321

4.003

< 0.001

AOC -> CJP

0.328

3.742

< 0.001

JS -> TI

-0.285

3.424

< 0.001

JS -> CJP

0.426

4.792

< 0.001

Note: AOC = affective organizational commitment, CJP = contextual job performance,
JS = job satisfaction, PCM = perceived career mobility, POS = perceived organizational
support, and TI = turnover intentions.
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Table 7: t-Statistics of the Outer Model
Outer Path

Beta

t-Values (|O/STDEV|)

p-Values

POS_1

0.811

33.323

< 0.001

POS_4

0.821

27.839

< 0.001

POS_6

0.804

26.283

< 0.001

POS_8

0.805

30.276

< 0.001

AOC_1

0.849

39.160

< 0.001

AOC_2

0.804

30.426

< 0.001

AOC_5

0.858

36.666

< 0.001

JSS_12

0.756

19.228

< 0.001

JSS_17

0.800

27.747

< 0.001

JSS_19

0.798

34.095

< 0.001

JSS_20

0.792

27.273

< 0.001

TIS_1

0.899

29.675

< 0.001

TIS_3

0.694

9.500

< 0.001

TIS_5

0.866

24.894

< 0.001

JP_10

0.736

17.556

< 0.001

JP_11

0.714

15.195

< 0.001

JP_12

0.775

20.806

< 0.001

JP_13

0.686

14.667

< 0.001

PCM_1

0.760

25.321

< 0.001

PCM_2

0.747

20.888

< 0.001

PCM_3

0.785

29.090

< 0.001

PCM_4

0.731

20.945

< 0.001

PCM_6

0.750

22.169

< 0.001

PCM_9

0.727

23.675

< 0.001

Assessment of Fit
In PLS path modeling, goodness-of-fit (GoF) has been proposed as “an
operational solution” (Tenenhaus, Vinzi, Chatelin, & Lauro, 2005, p. 173) to the need for
a global fit statistics measure. GoF (0 < GoF < 1) is defined as the geometric mean of the
average R2 for endogenous constructs and their average communalities (AVEs). Henseler
and Sarstedt (2013) noted that higher GoF scores reflect a better explanation of a model’s
dataset (Garson, 2016). The GoF value calculated for this model was 0.534 (Table 8).
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oF = √average R2 * average communality = √ .

* .625 = 0.534 (Tenenhaus et al.,

2005).
Table 8: Goodness-of-fit
R2

AVE

0.614

0.701

0.487

0.531

0.617

0.619

Factors
Affective Organizational Commitment
Contextual Job Performance
Job Satisfaction
Perceived Career Mobility

0.563

Perceived Organizational Support
Turnover Intentions
Average

0.657
0.112

0.679

0.457

0.625

oF = √average R2 * average communality/ VE = √ .
2005).

* .625 = 0.534 (Tenenhaus et al.,

PLS-SEM analysis confirms the measurement model’s CCA hypotheses by
applying reliability, convergent validity, and discriminant validity metrics (Hair et al.,
2016, 2018). SmartPLS produces the standard root mean square residual (SRMR) as a
measure of fit, defined as the root mean square discrepancy between the observed and the
model-implied correlations (Hair et al., 2022). A value less than 0.08 is considered a
good fit (Hu & Bentler, 1998). The fit summary of this research model produced an
SRMR of 0.065, which is below the 0.08 threshold (Hu & Bentler, 1999).
The extent to which the model explains and predicts endogenous constructs and
their indicators is further assessed by the goodness of the model fit in PLS-SEM (Hair et
al., 2019; Sarstedt et al., 2014). The coefficient of determination (R2) is the most
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commonly used measure to evaluate the structural model’s explanatory power (Hair et
al., 2022). This is the amount of variance in the endogenous construct explained by all the
exogenous constructs linked to it, indicated by the coefficient. The strength of each
structural path, described by the R2 value for the dependent variable, indicates the
explanatory power of the model (Shmueli & Koppius, 2011), also referred to as the insample predictive power of the model (Rigdon, 2012). R2 values should be equal to or
greater than 0.1 (Falk & Miller, 1992). Table 9 displays the coefficient of determination
(R2) values for the endogenous constructs in the model. All exceed the 0.1 threshold,
indicating the model’s explanatory or predictive power (Hair et al., 2018).
Table 9: Coefficient of Determination (R2) and Predictive Relevance (Q2) Results
Latent Variables

R2

Q² (=1-SSE/SSO)

Affective Organizational Commitment

0.614

0.421

Contextual Job Performance

0.487

0.245

Job Satisfaction

0.617

0.371

Turnover Intentions

0.112

0.063

Model’s (f2) Effect Size
The effect size (f2) of the structural model gives an estimation of each
independent construct’s predictive ability. The strength of the association between the
latent variables (the f2 effect size) is evaluated based on the extent to which the R2 value
quantifies the relationships in the model (Hair et al., 2022). SmartPLS provides the
calculations for this evaluation by comparing the R2 with the predictor in the model
against the R2 without the predictor in the model. The omitted construct is assessed as a
meaningful predictor of the dependent construct based on the difference in the two R2
values (Hair, et al., 2017). Cohen (1988) indicates that f2 values are ranked as small,
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medium, or large, with values of 0.02–0.15 considered small, 0.15–0.35 considered
medium, and 0.35 and above considered large. The effect size the exogenous latent
variable of PCM has on the AOC endogenous latent variable is 0.225, denoting a medium
effect size, while its value of 0.090 on the JS endogenous variable indicates a small to
medium effect. The effect size the exogenous latent variable POS has on the AOC
endogenous latent variable reveals a value of 0.279, denoting a medium effect size, while
its value of 0.466 on the JS endogenous variable indicates a large effect. These values
and their effect sizes are displayed in Table 10.
Table 10: Model’s (f2) Effect Size Results
Variables
PCM -> AOC
PCM -> JS
POS -> AOC
POS -> JS

f2
0.225
0.090
0.279
0.466

Effect Size
Medium
Small
Medium
Large

Note: AOC = affective organizational commitment, JS = job satisfaction, PCM =
perceived career mobility, and POS = perceived organizational support.
Predictive Relevance: The Stone–Geisser (Q2) Values
The Stone–Geisser predictive relevance value (Q2) is a suitable assessment of a
model’s predictive power (Geisser, 1974; Stone, 1974). Q2 values greater than zero are
indicative of predictive relevance (Hair, Howard & Nitzi, 2020). Q2 values below zero
indicate a lack of predictive relevance; medium and large predictive relevance are
indicated by values of 0.25 and 0.50, respectively. The Stone–Geisser (Q2) value is
determined in SmartPLS through the blindfolding procedure and shown in the construct
cross-validated redundancy output. The model’s predictive relevance is confirmed by the
Q2 values illustrated in Table 9, all of which are greater than zero.
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Results
The results of the SEM were examined to analyze the hypothesized relationships
in the model while controlling for gender and organization tenure. The full structural
model is summarized in Figure 3 with the SEM results. The complete hypothesized
results are illustrated in Table 11.
Table 11: Hypotheses and Results
Hypotheses
H1: Perceived organizational support
positively relates to employees’ affective
organizational commitment
H2: Perceived organizational support
positively relates to employee job
satisfaction
H3: Affective organizational commitment
negatively relates to employees’ turnover
intentions
H4: Affective organizational commitment
positively relates to employees’ contextual
job performance
H5: Affective organizational commitment
will mediate the relationship between
perceived organizational support and
turnover intentions
H6: Affective organizational commitment
will mediate the relationship between
perceived organizational support and
contextual job performance
H7: Job satisfaction negatively relates to
turnover intentions
H8: Job satisfaction positively relates to
contextual job performance
H9: Job satisfaction will mediate the
relationship between perceived
organizational support and turnover
intentions
H10: Job satisfaction will mediate the
relationship between perceived
organizational support and contextual job
performance
H11: Perceived career mobility moderates
the relationship between perceived
organizational support and affective
organizational commitment
H12: Perceived career mobility moderates
the relationship between perceived
organizational support and job satisfaction

Path

Beta/Path
Coefficient

t-Values
(|O/STDEV|)

pValues

Result

POS -> AOC

0.469

6.205

0.000

Supported

POS -> JS

0.604

8.437

0.000

Supported

AOC -> TI

0.321

4.003

0.000

Not
Supported

AOC -> CJP

0.328

3.742

0.000

Supported

POS -> AOC
-> TI

0.151

3.319

0.001

Supported

POS -> AOC
-> CJP

0.154

3.119

0.002

Supported

JS -> TI

-0.285

3.424

0.001

Supported

JS -> CJP

0.426

4.792

0.000

Supported

POS -> JS ->
TI

-0.172

3.126

0.002

Supported

POS -> JS ->
CJP

0.257

4.027

0.000

Supported

Mdrn1 ->
POS
-> AOC

0.002

0.209

0.834

Not
Supported

Mdrn2 ->
POS
-> JSP

0.003

0.161

0.872

Not
Supported

Note: AOC = affective organizational commitment, CJP = contextual job performance,
JS = job satisfaction, PCM = perceived career mobility, POS = perceived organizational
support, and TI = turnover intentions.
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Figure 3: Summarized Structural Model
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Hypothesis 1 stipulated that perceived organizational support would positively
relate to employees’ affective organizational commitment. The results show that the
relationship between perceived organizational support and affective organizational
commitment was supported and significant, with the original sample β = .

, t = 6.205,

and p < 0.001, indicating that employees’ affective organizational commitment is
influenced directly by perceived organizational support. Hypothesis 1 is thus supported.
Hypothesis 2 stipulated that perceived organizational support would positively
relate to employees’ job satisfaction. The results show that the relationship between
perceived organizational support and job satisfaction was supported and significant, with
the original sample β = .

, t = 8.437, and p < 0.001, indicating that employees’ job

satisfaction commitment is influenced directly by perceived organizational support. Thus,
Hypothesis 2 was supported.
Hypothesis 3 stipulated that affective organizational commitment would
negatively relate to employees’ turnover intentions. The results show that the relationship
between affective organizational commitment and turnover intentions is significant, with
the original sample β = .

, t = 4.003, and p < 0.001, indicating that affective

organizational commitment relates positively to turnover intentions. Thus, Hypothesis 3
was not supported.
Hypothesis 4 stipulated that affective organizational commitment would
positively relate to employees’ contextual job performance. The results show that the
relationship between affective organizational commitment and contextual job
performance was supported and significant with the original sample β = .
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, t = 3.742,

and p < 0.001, indicating that employees’ contextual job performance is influenced
directly by affective organizational commitment. Therefore, Hypothesis 4 was supported.
Hypothesis 7 stipulated that job satisfaction would negatively relate to turnover
intentions. The results show that the relationship between job satisfaction and turnover
intentions was supported and significant with the original sample β = -0.285, t = 3.424,
and p < 0.001, indicating that employees’ turnover intentions have a negative relationship
with job satisfaction and supporting Hypothesis 7.
Hypothesis 8 stipulated that job satisfaction positively relates to contextual job
performance. The results show that the relationship between job satisfaction and
conte tual job performance was supported and significant with the original sample β =
0.426, t = 4.792, and p < 0.001, indicating that employees’ contextual job performance is
influenced directly by job satisfaction and supporting Hypothesis 8.
Mediation Results
Mediation analysis was performed to assess the mediating role of job satisfaction
and affective organizational commitment. Hypothesis 5 stipulated that affective
organizational commitment would mediate the relationship between perceived
organizational support and turnover intentions. The results show that the direct effect of
perceived organizational support on turnover intentions was negative and insignificant β
= -0.021, t = 0.409, and p = 0.683). The indirect effect of perceived organizational
support on turnover intentions through affective organization commitment (AOC) was
significant β = .

, t = 3.319, and p < .001). Thus, Hypothesis 5 was supported.
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Hypothesis 6 stipulated that affective organizational commitment would mediate
the relationship between perceived organizational support and contextual job
performance. The results show that the direct effect of perceived organizational support
on contextual job performance was significant β = .

, t = 7.945, and p < 0.001). The

indirect effect of perceived organizational support on contextual job performance through
affective organizational commitment was significant β = .

, t = 3.119, and p = .002).

This affirms that the relationship between perceived organizational support and
contextual job performance is partially mediated by affective organizational commitment.
The product of the direct and indirect effects (0.411 * 0.154 = 0.063) further
substantiated the type of partial mediation. The direct and indirect effects are both
positive and affective organizational commitment complementarily mediates the
relationship between perceived organizational support and contextual job performance,
supporting Hypothesis 6.
Hypothesis 9 stipulated that job satisfaction would mediate the relationship
between perceived organizational support and turnover intentions. The results show that
the direct effect of perceived organizational support on turnover intentions was negative
and insignificant β = -0.021, t = 0.409, and p = 0.683). The indirect effect of perceived
organizational support on turnover intentions through job satisfaction was significant β =
-0.172, t = 3.126, and p = 0.002). This shows that the relationship between perceived
organizational support and turnover intentions is indirect-only and mediated by job
satisfaction, supporting Hypothesis 9.
Hypothesis 10 stipulated that job satisfaction would mediate the relationship
between perceived organizational support and contextual job performance. The results
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show that the direct effect of perceived organizational support on contextual job
performance was significant β = .

, t = 7.945, and p < 0.001). The indirect effect of

perceived organizational support on contextual job performance through job satisfaction
was significant β = .

, t = 4.027, and p < .001). This shows that the relationship

between perceived organizational support and contextual job performance is partially
mediated by job satisfaction. The product of the direct and indirect effects (0.411 * 0.257
= 0.106) further substantiated the type of partial mediation. The direct and indirect effects
are both positive and job satisfaction complementarily mediates the relationship between
perceived organizational support and contextual job performance, supporting Hypothesis
10.
Moderating effects
Hypothesis 11 stipulated that perceived career mobility would moderate the
relationship between perceived organizational support and affective organizational
commitment. The results show that the original sample β = .

, t = 0.209, and p =

0.834, indicating an insignificant moderating role of perceived career mobility on the
relationship between perceived organizational support and affective organizational
commitment. Thus, Hypothesis 11 was not supported.
Hypothesis 12 stipulated that perceived career mobility would moderate the
relationship between perceived organizational support and job satisfaction. The results
show that the original sample β = .

, t = 0.161, and p = 0.872, indicating an

insignificant moderating role of perceived career mobility on the relationship between
perceived organizational support and job satisfaction. Thus, Hypothesis 12 was not
supported.
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CHAPTER VI. DISCUSSION AND CONCLUSION
In this chapter, I will summarize my findings with a discussion of the results,
theoretical and managerial implications, limitations of the study, and future research
opportunities.
Discussion of Results
This study was intended to examine the influence of perceived organizational
support, moderated by perceived career mobility and mediated by job satisfaction, and
organizational commitment on job performance and turnover intentions. Perceived
organizational support was hypothesized to result in lower turnover intentions and
increased job performance. The influence of an individual’s perceived career mobility on
these relationships was also examined. Table 11 provides an overview of the findings.
An evaluation of the structural model results provided an understanding of the
influence different factors exert on the relationships presented in the model. The first
hypothesis proposed that perceived organizational support would have a positive
influence on an individual’s affective organizational commitment. This hypothesis was
supported and is consistent with the findings in the literature (e.g., Karatepe & Uludag,
2007; Walumbwa et al., 2019). An employee’s belief that the organization cares about
and values their contributions encourages the employee to be more committed to the
organization’s goals and objectives. This further confirms the principle underlying social
exchange theory, that the relationship between the individual and the organization will be
enhanced by the employee’s positive associations with the organization (ArmstrongStassen, 1998; Maan et al., 2020). Perceived organizational support was also found to
positively relate to employees’ job satisfaction, confirming Hypothesis 2. This support
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aligns with previous research (e.g., Maan et al., 2020) and a previous longitudinal survey
(Armstrong-Stassen, 1998) indicating that employees who perceive high levels of
organizational support show high levels of job satisfaction.
Hypothesis 3 proposed that an employee’s turnover intentions would be reduced
if they had high affective organizational commitment. This hypothesis was not supported;
despite displaying high levels of affective organizational commitment, an employee may
still choose to leave their organization in the presence of other powerful influences, such
as better economic benefits elsewhere (Solinger et al., 2008). Employees may continue to
think about leaving an organization even when exhibiting a strong emotional
commitment to their jobs (Hartmann & Bambacas, 2000) as this may reflect equity and
expectancy considerations. The influence of affective organizational commitment on
contextual job performance was found to be positive, confirming Hypothesis 4. Both
results support the position Porter et al. (1974) and Wiener and Vardi (1980) take, that
organizational commitment, representing employee attitudes towards the organization,
impacts organization-oriented outcomes such as turnover. Specific attitudes, such as job
satisfaction, are closely associated with task-oriented outcomes, such as job performance,
confirming Hypothesis 8, that job satisfaction positively relates to contextual job
performance. The learned disposition to respond, defined as attitudes by Fishbein and
Ajzen (1975), underlies the causal effect of job satisfaction on job performance. As job
satisfaction reflects an employee’s favorable attitude, satisfied employees tend to engage
in behaviors producing positive outcomes that benefit the organization through higher
contextual job performance and lower turnover intentions.
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The mediation analyses reveal that affective organizational commitment fully
mediates the relationship between perceived organizational support and turnover
intentions while partially mediating the relationship between perceived organizational
support and contextual job performance. An employee’s emotional attachment (affective
organizational commitment), enhanced as a result of their developed psychological
capital (Walumbwa et al., 2010), positively relates to their job performance. Job
satisfaction also fully mediates the relationship between perceived organizational support
and turnover intentions while partially mediating the relationship between perceived
organizational support and contextual job performance. Notably, job satisfaction had a
greater mediating effect on the POS–CJP relationship than AOC did and supports the
idea that affective commitment and performance are not strongly related (Mowday et al.,
1982; Mowday et al., 1979). Employees exhibiting high perceived organizational support
tend to similarly display high levels of job satisfaction, potentially because they trust and
believe that their employers support their efforts to achieve optimal performance (Maan
et al., 2020). Furthermore, the employees exhibiting a positive relationship between
perceived organizational support and job satisfaction, embody a heightened sense of
loyalty and devotion to ensuring the organization’s optimal performance as a result of the
employees’ contextual job performance. The mediating effect of job satisfaction on the
relationship between perceived organizational support and contextual job performance
displays positive outcomes, such as better performance as a result of rewards from the
organization and the employee reciprocating, as social exchange theory predicts. This
aligns with the findings of a meta-analysis conducted by Rhoades and Eisenberger (2002)
that reveals that organizations experience the benefit of employees’ extra-role
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performance if they sense elevated levels of organizational support (Maan et al., 2020).
The finding that satisfied employees are more productive should weigh more heavily than
employees’ affective organizational commitment, which refers to their emotional
attachment and feelings of belonging related to personal characteristics and alignment
with the organization’s structure, including role clarity and supervision (Hartmann &
Bambacas, 2000).
This study also proposed that an individual’s perceived career mobility would
affect the relationships within the model to the extent that the outcomes would reflect the
influence of an employee’s perception on their behavior. Perceived career mobility within
the context of this study refers to Cheramie, Sturman, and Walsh (2007) and Mao’s
(2004) interpretation, where individuals influenced to seek higher levels of career
success, higher levels of income, and career advancement will be motivated to transition
across organizations. The potential economic opportunities favorable external market
conditions offer may indicate positive outcomes for employees if their attributes meet the
requirements of a robust job market (Forrier et al., 2009; Ng, Sorensen, Eby, & Feldman,
2007). The model proposed that perceived career mobility would moderate the
relationship between perceived organizational support and affective organizational
commitment and that between perceived organizational support and job satisfaction. The
insignificant path coefficients for both moderation hypotheses may be attributed to the
complexity of the proposed model in addition to the high correlation of the exogenous
constructs (the moderator and independent variable). We were unable to draw valid
conclusions as we found insignificant paths for both hypotheses.
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Theoretical Implications
In this study, a model was proposed to assess the role of career mobility as a
moderator of the influence of perceived organizational support on turnover intentions and
contextual job performance mediated by affective organizational commitment and job
satisfaction. These queries were framed within the context of social exchange theory
(Homans, 1958; Gouldner, 1960), assuming perceived organizational support would be a
key predictor of organizational commitment and its derivatives (Currie & Dollery, 2006;
Eisenberger, Huntington, & Hutchinson, 1986;), while controlling for respondents’
gender and organization tenure. Social exchange theory is accepted as featuring in
interactions that elicit obligations (Emerson, 1976). The interdependence of the
interactions highlights the behavior of the actors within the relationships (Blau, 1964).
The reciprocity of interdependence is central to the social exchange as it signals
cooperation between the participants (Molm, 2003).
Many studies have investigated various iterations of the relationships explored
within this study; for example, perceived organizational support and organizational
commitment, perceived organizational support and turnover intentions, organizational
commitment and job satisfaction, and job satisfaction and job performance (Bienkowska
& Tworek, 2020; Judge et al., 2001; Locke, 1970; Shore & Martin, 1989). The retained
factors on the perceived organizational support scale align with the literature highlighting
the importance employees place on the recognition employers give to their efforts. The
value placed on this support demonstrated in the literature suggests that a strong social
exchange relationship tends to be heightened when it involves individuals with a high
exchange ideology (Eisenberger et al., 1986). In analyzing these results, this study
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indicates implications beyond the theories guiding the research by incorporating the
resource-based view of a firm’s organizational resources that offer potential competitive
advantages. The potential to develop human talent and the firm’s resources that produce
exceptional internal contextual performance capabilities offer a human capital advantage
(Wright, Dunford & Snell, 2001) that then characterizes the organization.
The findings strengthen our understanding of the relationships between perceived
organizational support, perceived career mobility, affective organizational commitment,
job satisfaction, turnover intentions, and contextual job performance. The results suggest
that as employees’ perception of organizational support increases, their turnover
intentions decrease as evaluated by their relationships with the organization in terms of
affective organizational commitment and job satisfaction, implying that some
psychological processes may influence these relationships. Affective organizational
commitment and job satisfaction both partially mediate the relationship between
perceived organizational support and job performance, suggesting that employees’
emotional attachment to the organization can manifest in positive contextual job
performance outcomes. This confirms the existing literature on high-quality service
performance resulting from a service climate that is influenced by leader behavior (e.g.,
Walumbwa et al., 2010) within the foundations of social exchange theory (Gouldner,
1960; Homans, 1958). Specifically, respondents weighted their responses to the item “I
would be very happy to spend the rest of my career in the organization” heavily on the
affective organizational commitment scale. Job satisfaction as a complementary mediator
for the relationship between perceived organizational support and contextual job
performance was weighted heavier than affective organizational commitment and
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research subjects’ responses to “I get praise for doing a good job” on the job satisfaction
scale depend on feedback provided through recognition, reputation enhancement, and
praise. This may represent psychological well-being relating to contextual performance
as an extension of job satisfaction (Wright & Cropanzano, 2000).
Finally, this study proposed perceived career mobility as a potential moderating
influence on the relationship between perceived organizational support and affective
organizational commitment, as well as the relationship between perceived organizational
support and job satisfaction. Although we failed to detect significant interaction effects,
the correlations observed within the results may help to explain some elements of
employee behavior within the organizational employee exchange relationship context.
This is an important area for future research exploration.
Managerial Implications
Turnover and job performance are two important aspects of organizational
behavior where the influencing factors represent major areas of interest to organizational
managers. The extremes of both outcomes can be beneficial or detrimental to the
organization. Organizations need talented, reliable, and committed employees. These
findings suggest that maintaining employee-beneficial programs and organizational
practices integral to the retention of employees while also supporting contextual job
performance are extremely important. In an economy where organizations face elevated
and unprecedented employee turnover levels, it is difficult to overstate the importance of
proactive policies to counteract what is being referred to as the “great resignation.”
Organizations have spent much of the last two years navigating staff shortages within a
global pandemic, searching for answers, and attempting to craft solutions to mitigate
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future potential staffing challenges. They are being faced with employees reassessing
their work lifestyles as they seek satisfaction in their jobs and fulfillment in their careers.
Furthermore, the most recognizable organizational challenge related to commitment is
high turnover and the financial implications of advertising a role, recruiting, orienting,
and training new employees (Mercurio, 2015).
Organizations will continue to experience an evolving relationship with their
employees as technology, work attitudes, expectations, societal norms, and lifestyles
maintain fluid trajectories. In addition, organizations are now facing increased pressure to
meet employees’ expectations as they adjust their career goals and personal standards.
The significant, strong positive relationship between perceived organizational support
and affective organizational commitment and between perceived organizational support
and job satisfaction highlights the value employees place on factors such as recognition
of their contributions and their general well-being. The perception that the organization
cares about them increases the affection an employee develops for the organization and
hence increases their commitment, reducing their turnover intentions and increasing their
level of job performance. Employee recognition programs show appreciation for
employee efforts. When organizational leadership supports and even drives such
initiatives, they endear themselves to individuals within the organization. This is a signal
of good leadership to employees as it suggests that the leaders of the organization care for
them. Organizations should strive to ensure the implementation of recognition programs
to enhance employees’ organization-based self-esteem. Recognition and award programs
influence employees’ feelings of being valued and appreciated by the organization will
help to increase their affection and emotional attachment to the organization. The
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relationships between the organization and employee are based on economic exchanges
in that the employee satisfies the requirements of the employment contract and is
compensated based on that contractual agreement. Rewards and recognition transcend the
basic exchange expected from the organization, contributing to higher perceived
organizational support, which then leads to increased emotional attachment that
influences employees to reciprocate with optimal contextual job performance results
characterized by additional job role activities.
The implementation of policies that support employees’ training and development
feature strongly within the principles of human capital theory and benefit both the
individual and the organization. Investment in employee development provides the
organization with more competent individuals who can contribute to improved efficiency,
higher productivity, and the potential for optimal job performance outcomes. An
employee displaying high performance outcomes who is emotionally committed to the
organization is likely to invest themselves in behaviors beyond their task roles that are
beneficial to the organization. For example, an employee will feel more affection for the
organization with an increased perception of the organization’s support of their
development. Furthermore, an employee trained to do their job well and cross-trained to
support other job functions increases the versatility of the organization’s workforce. An
employee who is competent in their job functions will increase organizational
productivity. This supports the resource-based view of the firm, as expressed by Barney
(1991), that occupational competencies can facilitate a competitive advantage by
improving employees’ job performance. Lado and Wilson (1994) suggested that human
resource practices that invest in the human capital of a firm are potential sources of
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competitive advantages. Similarly, employees who are cross-trained to support other
functions within the organization may see opportunities for career advancement within
the organization. Providing clear opportunities for advancement further signals to
employees that the organization is interested in their growth and committed to a longterm psychological contract and collaboration.
Within the current environment, having committed and satisfied employees who
perceive organizational support may provide organizations with a human capital strategy
to navigate strong external demands for employees. Organizations should act on
employee feedback to indicate that they take it seriously. Younger generations of
employees are reluctant to accept the conditions previous generations facilitated with
employers. Managers should advocate for employees to be provided with health care
coverage for their families, family leave, and child-care support; benefits that tend to
improve employee well-being. To support this, organizations would do well to revamp
employees’ individual scorecards (Kaplan & Norton, 1992) with revised personnel
development targets that are aligned with revised organizational goals and supported by
incentives, earnings growth, benefits, work flexibility options, and better work-life
balance to increase employees’ quality of life. This study confirms the prevailing notion
that psychological well-being is an operationalization of happiness (Wright &
Cropanzano, 2000), and that employees who are happy with their organizations have a
strong affective commitment, supporting higher performance and commitment.
Study Limitations and Future Research
This study’s limitations should be considered when the results are interpreted. The
study was organized as a cross-sectional quantitative research design, where the data are
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observed from the study population at a single point. The outcomes observed within the
study may not necessarily establish causal relationships (Wang & Cheng, 2020). Future
research could include observational studies over a longer period.
The second limitation is the collection of data from research subjects on Amazon
Mturk. The employees who participated in the study are from various industries, which
may confound the validity of the results. Future research should consider participants
from specific organizations and specific industries, which may provide further contextual
qualities to control for. A third limitation is the use of a non-probability convenience
sampling method, which involves the collection of data from respondents who meet the
criteria established on a first-come-first-served basis. This reduces the generalizability of
the results. Future research could use more rigorous sampling and a more sophisticated
model.
The final limitation in the study is common source bias, as the data collected were
used for the exogenous and endogenous variables (Park, 2020). This limitation could be
addressed in future research by measuring perceptions using self-reporting scales, as in
this study, as well as supervisory reports on job performance. The variables within the
study, however, are based on respondents’ perceptions (George & Pandey, 2017) which
curtail the risk of bias.
Conclusion
This study sought to examine employees’ turnover intentions and job performance
based on their perception of organizational support through the indirect factors of
affective organizational commitment and job satisfaction. Perceived career mobility was
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proposed as a potential moderating factor. The analysis revealed that the independent
variables that directly or indirectly affected turnover intentions negatively and positively
relate to job performance. Consistent with Eisenberger et al.’s (2001) conclusions,
perceived organizational support has a direct, negative influence on turnover intentions
that is reduced by the complementary or partial mediating effect of affective
organizational commitment. To an extent, this implies that an employee will reciprocate
organizational support with a strong affective commitment until they decide that benefits
such as salary, work-life balance, or career advancement opportunities are not being
maximized. This highlights the continued and increased importance of pecuniary benefits
to employees, especially in an environment where employees are exercising leverage in
their negotiations, such as the current environment.
Employees, encouraged by their new bargaining power, are choosing to forego
and quit jobs where they perceive poor working conditions, insufficient pay for their
worth, and or a lack of non-pecuniary benefits they consider critical to their health and
well-being. For example, organizations that do not adjust to meet employees’ demands
for flexible work options, such as working from home on certain days and paid leave to
recalibrate for mental health, are finding employee retention challenging. Prior research
has revealed that employees who are satisfied with their work environment and have a
positive perception of their organizations engage in higher job performance outputs
(Shore & Martin, 1989; Lyubomirsky, King, & Diener, 2005; Seppälä & Cameron, 2015;
Leitão, Pereira, & Gonçalves, 2019). Perceived organizational support and satisfaction
encouraged by employee-ownership and retirement plans have proven immensely
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successful where these plans have been implemented and this study’s findings can be
used as support for organizations to consider their value for employee longevity.
Finally, human capital theory argues that organizations will see the benefits of
investing in their employees as the practice allows them to strategize around employees
for competitive advantage based on the culture and competencies they have developed.
These core competencies, resources, and attributes become valuable, rare, and inimitable
over time as they are organized around the organization’s strategic modus operandi for
success. Likewise, employees invest in themselves as they see the value of their skills,
competence, and qualifications to their social and economic elevation. Employees are
leveraging these personal qualities to have organizations meet them at the negotiating
table. My intent in undertaking this research was to explore and describe how and if
organizational behavior can be better understood in an environment of numerous ongoing
global changes, interconnected global markets and economies, rapid technological
advancement, and greater dependence on human resources for organizations to execute
successful strategies. I hope this research will invigorate and heighten interest in once
again examining concepts that can be successfully applied within the organizational
context. Research shows that when individuals receive supportive resources from their
organizations, they will develop organizational commitment and trust and, thus, the
possibility of turnover behavior will be reduced while job performance will increase.

74

REFERENCES
Agovino, T. (2019, February 23). To have and to hold. Society for Human Resource
Management. https://www.shrm.org/hr-today/news/all-things-work/Pages/tohave-and-to-hold.aspx
Ak, B. (2018). Turnover intention influencing factors of employees: An empirical work
review. Journal of Entrepreneurship & Organization Management, 07(03).
https://doi.org/10.4172/2169-026X.1000253
Ali, S. B., Bishu, S., & Alkadry, M. (2018). Why men and women want to leave?
Turnover intent among public procurement officers. The American Review of
Public Administration, 48(7), 668–684.
https://doi.org/10.1177/0275074018771744
Allen, D. G., & Shanock, L. R. (2013). Perceived organizational support and
embeddedness as key mechanisms connecting socialization tactics to commitment
and turnover among new employees: Socialization and Turnover. Journal of
Organizational Behavior, 34(3), 350–369. https://doi.org/10.1002/job.1805
Allen, D. G., Shore, L. M., & Griffeth, R. W. (2003). The role of perceived
organizational Support and supportive human resource practices in the turnover
process. Journal of Management, 29(1), 99–118.
https://doi.org/10.1177/014920630302900107
Allen, N. J., & Meyer, J. P. (1996). Affective, Continuance, and Normative Commitment
to the Organization: An Examination of Construct Validity. Journal of Vocational
Behavior, 49(3), 252–276. https://doi.org/10.1006/jvbe.1996.0043
Allen, N., & Meyer, J. (2001) The measurement and antecedents of affective,
continuance and normative commitment to the organization. Journal of
Occupational Psychology, 63, 1-18.
Anastasopoulos, L. (nd). Conducting survey experiments using qualtrics and amazon
mechanical turk. Retrieved from
https://scholar.harvard.edu/files/janastas/files/anastasopoulos_surveyexperiments_
0.pdf
Andre, L. (2021). 112 Employee Turnover Statistics: 2021 Causes, Cost & Prevention
Data. https://financesonline.com/employee-turnover-statistics/
Antoun, C., Zhang, C., Conrad, F. G., & Schober, M. F. (2016). Comparisons of online
recruitment strategies for convenience samples: Craigslist, google adWords,
facebook, and amazon mechanical turk. Field Methods, 28(3), 231–246.
https://doi.org/10.1177/1525822X15603149

75

Armstrong-Stassen, M. (1998). Downsizing the federal government: A longitudinal study
of managers’ reactions. Canadian Journal of Administrative Sciences, 15(4), 310–
321.
Arnoux-Nicolas, C., Sovet, L., Lhotellier, L., Di Fabio, A., & Bernaud, J.-L. (2016).
Perceived work conditions and turnover intentions: The mediating role of
meaning of work. Frontiers in Psychology, 7.
https://doi.org/10.3389/fpsyg.2016.00704
Arthur, M.B. and Rousseau, D. M. (1996). The boundaryless career: A new employment
principle for a new organizational era. Oxford University Press.
Babbie, E. (2014). The practice of social research. Boston, MA: Cengage Learning
Bagozzi, R. P. (1978). Salesforce performance and satisfaction as a function of individual
difference, interpersonal, and situational factors. Journal of Marketing Research,
15(4), 517. https://doi.org/10.2307/3150622
Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. Journal
of the Academy of Marketing Science, 16(1), 74–94.
https://doi.org/10.1007/BF02723327
Bandura, A. (1977). Self-Efficacy: Toward a unifying theory of behavioral change.
Psychological Review, 84(2), 191
Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of
Management, 17(1), 99–120.
Becker, B. E., & Huselid, M. A. (2006). Strategic human resources management: Where
do we go from here? Journal of Management, 32(6), 898–925.
https://doi.org/10.1177/0149206306293668
Bednar, J. (2008). Beyond the paycheck employers get creative with benefit packages.
Businesswest, 25(15), 54–56.
Behrend, T. S., Sharek, D. J., Meade, A. W., & Wiebe, E. N. (2011). The viability of
crowdsourcing for survey research. Behavior Research Methods, 43(3), 800–813.
https://doi.org/10.3758/s13428-011-0081-0
Berntson, E., Näswall, K., & Sverke, M. (2008). Investigating the relationship between
employability and self-efficacy: A cross-lagged analysis. European Journal of
Work and Organizational Psychology, 17(4), 413–425.
https://doi.org/10.1080/13594320801969699
Bettencourt, L., & Brown, S. (2008). Role stressors and customer-oriented boundaryspanning behaviors in service organizations. Journal of the Academy of
Marketing Science, 31(4), 394-408.

76

Bidwell, M., & Briscoe, F. (2010). The dynamics of interorganizational careers.
Organization Science. 21(5), 1034–1053. https://doiorg.db29.linccweb.org/10.1287/orsc.1090.0492
Bieńkowska, .,
worek, K.
. ob performance model based on employees’
dynamic capabilities (EDC). Sustainability, 12(6), 2250.
https://doi.org/10.3390/su12062250
Blau, P. M. (1960). A theory of social integration. American Journal of Sociology, 65(6),
545–556.
Blau, P. M. (1986). Exchange and power in social life. Transaction Books.
BLS (2020). About the leisure and hospitality super sector. (March 6, 2020). Bureau of
Labor Statistics. Retrieved from https://www.bls.gov/iag/tgs/iag70.htm
Bollen, K. A., & Noble, M. D. (2011). Structural equation models and the quantification
of behavior. Proceedings of the National Academy of Sciences,
108(Supplement_3), 15639–15646. https://doi.org/10.1073/pnas.1010661108
Borkenhagen, C. and Martin, J. (2018). Status and career mobility in organizational
fields: Chefs and restaurants in the united states, 1990–2013. (2018). Social
Forces, 97(1), 1–26. https://doi-org.db29.linccweb.org/10.1093/sf/soy024
Borman, W.C. and Motowidlo, S.J. (1993) Expanding the criterion domain to include
elements of contextual performance”, in Schmitt, N and Borman, W.C. (Eds),
Personnel selection in organizations (1st ed). Jossey-Bass.
Bothma, C. F. C., & Roodt, G. (2013). The validation of the turnover intention scale. SA
Journal of Human Resource Management, 11(1).
https://doi.org/10.4102/sajhrm.v11i1.507
Brief, A. P., Butcher, A. H., & Roberson, L. (1995). Cookies, disposition, and job
attitudes: The effects of positive mood-inducing events and negative affectivity on
job satisfaction in a field experiment. Organizational Behavior and Human
Decision Processes, 62(1), 55–62. https://doi.org/10.1006/obhd.1995.1030
Briscoe, J. P., Hall, D. T., & Frautschy DeMuth, R. L. (2006). Protean and boundaryless
careers: An empirical exploration. Journal of Vocational Behavior, 69(1), 30–47.
https://doi.org/10.1016/j.jvb.2005.09.003
Buhrmester, M., Kwang, T., & Gosling, S. D. (2011). Amazon’s mechanical turk: A new
source of inexpensive, yet high-quality, data? Perspectives on Psychological
Science, 6(1), 3–5. https://doi.org/10.1177/1745691610393980
Charng, H.-W., Piliavin, J. A., & Callero, P. L. (1988). Role identity and reasoned action
in the prediction of repeated behavior. Social Psychology Quarterly, 51(4), 303.
https://doi.org/10.2307/2786758
77

Cheramie, R. A., Sturman, M. C., & Walsh, K. (2007). Executive career management:
Switching organizations and the boundaryless career. Journal of Vocational
Behavior, 71(3), 359–374. https://doi.org/10.1016/j.jvb.2007.09.002
Chernyak-Hai, L., & Rabenu, E. (2018). The new era workplace relationships: Is social
exchange theory still relevant? Industrial and Organizational Psychology, 11(3),
456–481. https://doi.org/10.1017/iop.2018.5
Chiang, C.-F., & (Shawn) Jang, S. (2008). An expectancy theory model for hotel
employee motivation. International Journal of Hospitality Management, 27(2),
313–322. https://doi.org/10.1016/j.ijhm.2007.07.017
Cho, E., & Kim, S. (2015). Cronbach’s coefficient alpha: Well-known but poorly
understood. Organizational Research Methods, 18(2), 207–230.
https://doi.org/10.1177/1094428114555994
Clough, R. (December 19, 2019). 2020 United States hotel industry outlook. Retrieved
from https://www.hospitalitynet.org/opinion/4096329.html
Coomber, B., & Barriball, K. (2007). Impact of job satisfaction components on intent to
leave and turnover for hospital-based nurses: A review of the research literature.
International Journal of Nursing Studies, 44(2), 297-314
Couper, M. P. (2000). Web surveys. Public Opinion Quarterly, 64(4), 464–494.
https://doi.org/10.1086/318641
Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary
review. Journal of Management, 31(6), 874–900.
https://doi.org/10.1177/0149206305279602
Crossman, A. (2020). Structural Equation Modeling.
https://www.thoughtco.com/structural-equation-modeling-3026709
Currie, P., & Dollery, B. (2006). Organizational commitment and perceived
organizational support in the NSW police. Policing: An International Journal of
Police Strategies & Management, 29(4), 741–756.
https://doi.org/10.1108/13639510610711637
Davies, M., & Hughes, N. (2014). Doing a successful research project: Using qualitative
or quantitative methods (Second Edition). Palgrave Macmillan.
Dawley, D. D., Stephens, R. D., & Stephens, D. B. (2005). Dimensionality of
organizational commitment in volunteer workers: Chamber of commerce board
members and role fulfillment. Journal of Vocational Behavior, 67(3), 511–525.
https://doi.org/10.1016/j.jvb.2004.09.001
De Cuyper, N., Van der Heijden, B. I. J. M., & De Witte, H. (2011). Associations
between perceived employability, employee well-being, and its contribution to
78

organizational success: A matter of psychological contracts? The International
Journal of Human Resource Management, 22(7), 1486–1503.
https://doi.org/10.1080/09585192.2011.561962
De Winne, S., Marescaux, E., Sels, L., Van Beveren, I., & Vanormelingen, S. (2019).
The impact of employee turnover and turnover volatility on labor productivity: A
flexible non-linear approach. The International Journal of Human Resource
Management, 30(21), 3049–3079.
https://doi.org/10.1080/09585192.2018.1449129
DeFillippi, R., & Arthur, M. (1994). The boundaryless career: A competency-based
perspective. Journal of Organizational Behavior, 15(4), 307–324.
Deloitte (2019) 2019 US Travel and Hospitality Outlook. Retrieved from
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/consumerbusiness/us-consumer-2019-us-travel-and-hospitality-outlook.pdf
Dubinsky, A. J., & Hartley, S. W. (1986). Antecedents of retail salesperson performance:
A path-analytic perspective. Journal of Business Research, 14(3), 253–268.
https://doi.org/10.1016/0148-2963(86)90005-6
Dusek, G., Ruppel, C., Yurova, Y., & Clarke, R. (2014). The role of employee service
orientation in turnover in the U.S. hotel industry. Journal of Organizational
Culture, Communications and Conflict, 18(2), 87–104.
Edwards, W. (1954). The theory of decision making. Psychological Bulletin, 51(4), 380–
417. https://doi.org/10.1037/h0053870
Ehrenberg, R. G. (2012). American Higher Education in Transition. Journal of Economic
Perspectives, 26(1), 193–216. https://doi.org/10.1257/jep.26.1.193
Ehrenberg, R. G., & Smith, R. S. (2012). Modern labor economics: Theory and public
policy (Eleventh ed). Prentice Hall.
Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001).
Reciprocation of perceived organizational support. Journal of Applied
Psychology, 86(1), 42–51. https://doi.org/10.1037/0021-9010.86.1.42
Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001).
Reciprocation of perceived organizational support. Journal of Applied
Psychology, 86(1), 42–51. https://doi.org/10.1037/0021-9010.86.1.42
Eisenberger, R., Cummings, J., Armeli, S., & Lynch, P. D. (1997). Perceived
Organizational Support, Discretionary Treatment, and Job Satisfaction. Journal of
Applied Psychology, 82(5), 812–820.
Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived
Organizational Support. Journal of Applied Psychology, 71(3), 500–507.
79

Eisenhardt, K., & Martin, J. (2000). Dynamic capabilities: What are they? Strategic
Management Journal, 21, 1105–1121.
Emerson, R. M. (1976). Social exchange theory. Annual Review of Sociology, 2(1), 335–
362. https://doi.org/10.1146/annurev.so.02.080176.002003
Falk, R., & Miller, N. (1992). A primer for soft modeling. The University of Akron Press:
Akron, OH.
Finster, M. (2013). Teachers’ Job Satisfaction, Organizational Commitment, Turnover
Intentions, and Actual Turnover: A Secondary Analysis using an Integrative
Structural Equation Modeling Approach [Dissertation].
Fischhoff, B., Chauvin, C., & National Research Council (U.S.) (Eds.). (2011).
Intelligence analysis: Behavioral and social scientific foundations. National
Academies Press.
Fishbein, M., & Ajzen, I. (1975). Belief, Attitude, Intention, and Behavior: An
Introduction to Theory and Research. Reading, MA: Addison-Wesley.
https://people.umass.edu/aizen/f%26a1975.html
Fishbein, M., & Ajzen, I. (1975). Belief, Attitude, Intention, and Behavior: An
Introduction to Theory and Research. Reading, MA: Addison-Wesley.
https://people.umass.edu/aizen/f%26a1975.html
Fitz-enz, J. (2010). The new HR analytics: Predicting the economic value of your
company’s human capital investments. AMACOM.
Forrier, A., Sels, L., & Stynen, D. (2009). Career mobility at the intersection between
agent and structure: A conceptual model. Journal of Occupational and
Organizational Psychology, 82(4), 739–759.
https://doi.org/10.1348/096317909X470933
Fugate, M., Kinicki, A. J., & Ashforth, B. E. (2004). Employability: A psycho-social
construct, its dimensions, and applications. Journal of Vocational Behavior, 65,
14–38
Geisser, S. (1974). A predictive approach to the random effect model. Biometrika, 61(1),
101–107. https://doi.org/10.2307/2334290
George, B., & Pandey, S. K. (2017). We know the yin—But where is the yang? Toward a
balanced approach on common source bias in public administration scholarship.
Review of Public Personnel Administration, 37(2), 245–270.
https://doi.org/10.1177/0734371X17698189
Gerli, F., Bonesso, S., & Pizzi, C. (2015). Boundaryless career and career success: The
impact of emotional and social competencies. Frontiers in Psychology, 6.
https://doi.org/10.3389/fpsyg.2015.01304
80

Gouldner, A. W. (1960). The Norm of Reciprocity: A Preliminary Statement. American
Sociological Review, 25(2), 161. https://doi.org/10.2307/2092623
Green, S. B., & Salkind, N. J. (2014). Using SPSS for Windows and Macintosh:
Analyzing and understanding data (Seventh edition). Pearson.
Greene, J. (2020, November 27). Amazon’s big holiday shopping advantage: An in-house
shipping network swollen by pandemic-fueled growth. The Washington Post.
https://www.washingtonpost.com/technology/2020/11/27/amazon-shippingcompetitive-threat/
Gubler, M., Arnold, J., & Coombs, C. (2014). Reassessing the protean career concept:
Empirical findings, conceptual components, and measurement: Reassessing the
protean career concept. Journal of Organizational Behavior, 35(S1), S23–S40.
https://doi.org/10.1002/job.1908
Gunz, H., Peiperl, M., & Tzabbar, D. (2007). Boundaries in the study of careers. In H.
Gunz & M. Peiperl (Eds.), Handbook of career studies (pp.471–494). Thousand
Oaks, CA: Sage
Guthrie, W. F. (2020). NIST/SEMATECH e-Handbook of Statistical Methods (NIST
Handbook 151) [Data set]. National Institute of Standards and Technology.
https://doi.org/10.18434/M32189
Hackett, R. D., Lapierre, L. M., & Hausdorf, P. A. (2001). Understanding the Links
between Work Commitment Constructs. Journal of Vocational Behavior, 58(3),
392–413. https://doi.org/10.1006/jvbe.2000.1776
Hair, J. F., Howard, M. C., & Nitzl, C. (2020). Assessing measurement model quality in
PLS-SEM using confirmatory composite analysis. Journal of Business Research,
109, 101–110. https://doi.org/10.1016/j.jbusres.2019.11.069
Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2022). A primer on partial least
squares structural equation modeling (PLS-SEM) (Third edition). SAGE.
Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to
report the results of PLS-SEM. European Business Review, 31(1), 2–24.
https://doi.org/10.1108/EBR-11-2018-0203
Hair, J., Hollingsworth, C. L., Randolph, A. B., & Chong, A. Y. L. (2017). An updated
and expanded assessment of PLS-SEM in information systems research. Industrial
Management & Data Systems, 117(3), 442–458. https://doi.org/10.1108/IMDS04-2016-0130
Haley, L. (2018). What Makes Employees Stay? Examining Social Exchange
Relationships, Organizational Commitment, and Intent to Leave Among Casino
Employees [University of Southern Mississippi].
https://aquila.usm.edu/dissertations/1604
81

Hartmann, L. C., & Bambacas, M. (2000). Organizational commitment: A multi method
scale analysis and test effects. The International Journal of Organizational
Analysis, 8(1), 89–108. https://doi.org/10.1108/eb028912
Hashimoto, M. (1981). Firm-specific human capital as a shared investment. The
American Economic Review, 71(3), 475–482.
Hellman, C. (1997) Job satisfaction and intent to leave. Journal of Social Psychology,
137 (1997), pp. 677-689
Hemdi, M. and Nasurdin, A. (2006). Predicting the turnover intentions of hotel
employees: The influence of employee development human resource management
practices and trust in organization. G M International Journal of Business,
January-April 2006, Vol. 8, No. 1, pp. 21-42
Henseler, J., & Sarstedt, M. (2013). Goodness-of-fit indices for partial least squares path
modeling. Computational Statistics, 28(2), 565–580.
https://doi.org/10.1007/s00180-012-0317-1
Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing
discriminant validity in variance-based structural equation modeling. Journal of
the Academy of Marketing Science, 43(1), 115–135.
https://doi.org/10.1007/s11747-014-0403-8
Herzberg, F. (1965). The motivation to Work Among Finnish Supervisors. Personnel
Psychology, 18(4), 393–402. https://doi.org/10.1111/j.1744-6570.1965.tb00294.x
Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The motivation to work. New
York, NY: John Wiley & Sons.
Hobfoll, S. E. (2002). Social and Psychological Resources and Adaptation. Review of
General Psychology, 6(4), 307–324. https://doi.org/10.1037/1089-2680.6.4.307
Hollman, T., J., & Luthans, K., W. (2020). Managing millennial turnover in the IT
industry: Leading with an “inside-outfluence” approach. Mountain Plains Journal
of Business and Technology, 21(1).
https://openspaces.unk.edu/mpjbt/vol21/iss1/6
Holston-Okae, B. (2017). Employee Turnover Intentions in the Hospitality Industry.
Walden University.
Holtom, B. C., Mitchell, T. R., Lee, T. W., & Eberly, M. B. (2008). Turnover and
retention research: A glance at the past, a closer review of the present, and a
venture into the future. The Academy of Management Annals, 2(1), 231–
274. https://doi.org/10.1080/19416520802211552

82

Hom, P. W., Mitchell, T. R., Lee, T. W., & Griffeth, R. W. (2012). Reviewing employee
turnover: Focusing on proximal withdrawal states and an expanded criterion.
Psychological Bulletin, 138(5), 831–858. https://doi.org/10.1037/a0027983
Homans, G. C. (1958). Social Behavior as Exchange. American Journal of Sociology,
63(6), 597–606.
http://www.hotelnewsnow.com/Articles/298116/The-overall-economic-impact-of-theUS-hotel-industry
Hu, L., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives. Structural Equation
Modeling: A Multidisciplinary Journal, 6(1), 1–55.
https://doi.org/10.1080/10705519909540118
Hulland, J. (1999). Use of partial least squares (PLS) in strategic management research:
A review of four recent studies. Strategic Management Journal, 20(2), 195–204.
https://doi.org/10.1002/(SICI)1097-0266(199902)20:2<195::AIDSMJ13>3.0.CO;2-7
Huselid, M. A. (1995). The impact of human resource management practices on turnover,
productivity, and corporate financial performance. Academy of Management
Journal, 38(3), 635-672.
Hutagalung, R. K., Purba, E. N., Silalahi, J. T., & Putri, A. (2020). The effect of
competence, work ethic, work discipline, and work motivation on performance of
government employee in Mentawai Islands District Health Office. International
Journal of Innovative Science and Research Technology, 5(8), 387–396.
Ingham-Broomfield, B. (2014). A nurses’ guide to Quantitative Research.
https://rune.une.edu.au/web/handle/1959.11/16239
Jabutay, F. A., & Rungruang, P. (2020). Turnover intent of new workers: Social
exchange perspectives. Asia-Pacific Journal of Business Administration, 13(1),
60–79. https://doi.org/10.1108/APJBA-10-2019-0216
Jaramillo, F., Mulki, J. P., & Marshall, G. W. (2005). A meta-analysis of the relationship
between organizational commitment and salesperson job performance: 25 years of
research. Journal of Business Research, 58(6), 705–714.
https://doi.org/10.1016/j.jbusres.2003.10.004
Jarvis, C. B., MacKenzie, S. B., & Podsakoff, P. M. (2003). A critical review of construct
indicators and measurement model misspecification in marketing and consumer
research. Journal of Consumer Research, 30(2), 199–218.
https://doi.org/10.1086/376806

83

Jemielniak, D., & Kociatkiewicz, J. (Eds.). (2009). Handbook of Research on
Knowledge-Intensive Organizations: IGI Global. https://doi.org/10.4018/978-160566-176-6
Joao, T. F. (2010). The relationship between perceived career mobility, career mobility
preference, job satisfaction and organizational commitment. University of South
Africa. Pretoria.
Joao, T., & Coetzee, M. (2011). Perceived career mobility and preference, job
satisfaction and organisational commitment in the financial sector: An exploratory
study. South African Journal of Labour Relations, 35(1).
https://uir.unisa.ac.za/bitstream/handle/10500/11689/labour_v35_n1_a3.pdf?isAll
owed=y&sequence=1
Jöreskog, K. (1971). Statistical analysis of sets of congeneric tests. Psychometrika, 36,
109–133. https://doi.org/10.1007/BF02291393
Jöreskog, K. G. (1970). A general method for estimating a linear structural equation
system*. ETS Research Bulletin Series, 1970(2), i–41.
https://doi.org/10.1002/j.2333-8504.1970.tb00783.x
Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–
job performance relationship: A qualitative and quantitative review.
Psychological Bulletin, 127(3), 376–407. https://doi.org/10.1037/00332909.127.3.376
Kaplan, R., & Norton, D. (1992). The Balanced Scorecard—Measures that Drive
Performance. Harvard Business Review, January-February.
Karatepe, O. M., & Uludag, O. (2007). Conflict, exhaustion, and motivation: A study of
frontline employees in Northern Cyprus hotels. International Journal of
Hospitality Management, 26(3), 645–665.
https://doi.org/10.1016/j.ijhm.2006.05.006
Katebi, A., HajiZadeh, M. H., Bordbar, A., & Salehi, A. M. (2022). The relationship
between “job satisfaction” and “job performance”: A meta-analysis. Global
Journal of Flexible Systems Management, 23(1), 21–42.
https://doi.org/10.1007/s40171-021-00280-y
Kawai, N., & Strange, R. (2014). Perceived organizational support and expatriate
performance: Understanding a mediated model. The International Journal of
Human Resource Management, 25(17), 2438–2462.
https://doi.org/10.1080/09585192.2014.884615
Kennedy, R. B., Jamison, E., Simpson, J., Kumar, P., Kemp, A., Awate, K., Manning, K.,
Grey, K., & Pamplin College of Business (Virginia Polytechnic Institute and State
University). (2020). Strategic management.
https://doi.org/10.21061/strategicmanagement
84

Kenny, D. A. (2011). SEM: Terminology and Basics (David A. Kenny).
http://davidakenny.net/cm/basics.htm
Kondratuk, T. B., Hausdorf, P. A., Korabik, K., & Rosin, H. M. (2004). Linking career
mobility with corporate loyalty: How does job change relate to organizational
commitment? Journal of Vocational Behavior, 65(2), 332–349.
https://doi.org/10.1016/j.jvb.2003.08.004
Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Lerner, D., de Vet, H. C. W., & van
der Beek, A. J. (2016). Cross-cultural adaptation of the individual work
performance questionnaire. Work, 53(3), 609–619. https://doi.org/10.3233/WOR152237
Koopmans, L., Bernaards, C., Hildebrandt, V., van Buuren, S., van der Beek, A. J., & de
Vet, H. C. W. (2012). Development of an individual work performance
questionnaire. International Journal of Productivity and Performance
Management, 62(1), 6–28. https://doi.org/10.1108/17410401311285273
Kornblum, A., Unger, D., & Grote, G. (2018). When do employees cross boundaries?
Individual and contextual determinants of career mobility. European Journal of
Work and Organizational Psychology, 27(5), 657–668.
https://doi.org/10.1080/1359432X.2018.1488686
Kraimer, M. L., & Wayne, S. J. (2004). An Examination of Perceived Organizational
Support as a Multidimensional Construct in the Context of an Expatriate
Assignment. Journal of Management, 30(2), 209–237.
https://doi.org/10.1016/j.jm.2003.01.001
Lado, A., & Wilson, M. (1994). Human resource systems and sustained competitive
advantage: A competency-based perspective. Academy of Management Review,
19(4), 699–727.
Larkin, I., Brantley-Dias, L., & Lokey-Vega, A. (2016) Job satisfaction, organizational
commitment, and turnover intention of online teachers in the K-12 setting.
Kennesaw State University Online Learning 20(3). Retrieved from
https://files.eric.ed.gov/fulltext/EJ1113339.pdf
Leavy, P. (2017). Research design: Quantitative, qualitative, mixed methods, arts-based,
and community-based participatory research approaches. The Guilford Press
Lee, T. W., & Mitchell, T. R. (1994). An alternative approach: The unfolding model of
voluntary employee turnover. The Academy of Management Review, 19(1), 51.
https://doi.org/10.2307/258835
Leitão, J., Pereira, D., & Gonçalves, Â. (2019). Quality of Work Life and Organizational
Performance: Workers’ Feelings of Contributing, or Not, to the Organization’s
Productivity. International Journal of Environmental Research and Public Health,
16(20), 3803. https://doi.org/10.3390/ijerph16203803
85

Locke, E. A. (1970). Job satisfaction and job performance: A theoretical analysis.
Organizational Behavior and Human Performance, 5(5), 484–500.
https://doi.org/10.1016/0030-5073(70)90036-X
Lorch, C. A. (2019). Identifying Predictors of Organizational Commitment Among
Community College Faculty Members in Arkansas. University of Arkansas,
Fayetteville.
https://scholarworks.uark.edu/cgi/viewcontent.cgi?article=4706&context=etd
Lou, N. M., So, A. S. I., & Hsieh, Y. J. (2019). Integrated resort employee competencies:
A Macau perspective. International Journal of Contemporary Hospitality
Management, 31(1), 247–267. https://doi.org/10.1108/IJCHM-07-2017-0431
Lovakov, A. (2016). Antecedents of organizational commitment among faculty: An
exploratory study. Tertiary Education and Management, 22(2), 149–170.
https://doi.org/10.1080/13583883.2016.1177583
Lyubomirsky, S., King, L., & Diener, E. (2005). The Benefits of Frequent Positive
Affect: Does Happiness Lead to Success? Psychological Bulletin, 131(6), 803–
855. https://doi.org/10.1037/0033-2909.131.6.803
Maan, A. T., Abid, G., Butt, T. H., Ashfaq, F., & Ahmed, S. (2020). Perceived
organizational support and job satisfaction: A moderated mediation model of
proactive personality and psychological empowerment. Future Business Journal,
6(21). https://doi.org/10.1186/s43093-020-000027-8
Maertz, C. P., Griffeth, R. W., Campbell, N. S., & Allen, D. G. (2007). The effects of
perceived organizational support and perceived supervisor support on employee
turnover. Journal of Organizational Behavior, 28(8), 1059–1075.
https://doi.org/10.1002/job.472
Mahan, T., Nelms, D., Yi, J., Jackson, A., Hein, M., & Moffett, R. (2020). 2020
Retention report: Trends, Reasons & Wake Up Call”. Franklin, TN: Work
Institute. https://workinstitute.com/retention-report/
Mao, H.-Y. (2004). Voluntary employer changes and salary attainment of managers. The
International Journal of Human Resource Management, 15(1), 180–195.
https://doi.org/10.1080/0958519032000157410
March, J. G., Simon, H. A., & Guetzkow, H. S. (1993). Organizations (2nd ed).
Blackwell.
March, J.G., & Simon, H.A. (1958). Organizations. Wiley
Markham-Bagnera, S. D. (2016). An examination of online ratings on hotel performance
indicators: An analysis of the Boston hotel market (p. 11169444) [Doctor of
Philosophy, Iowa State University, Digital Repository].
https://doi.org/10.31274/etd-180810-5598
86

Maslow, A. (1954). Motivation and Personality. Harper and Row, Publishers 1954.
Mayer, R., & Schoorman, F. (1998). Differentiating antecedents of organizational
commitment: A test of march and simon’s model. Journal of Organizational
Behavior, 19(1), 15-28. Retrieved April 9, 2020, from
www.jstor.org/stable/3100225
McClelland, D. (1985). Human Motivation. Cambridge University Press.
McKnight, D. H., Phillips, B., & Hardgrave, B. C. (2009). Which reduces IT turnover
intention the most: Workplace characteristics or job characteristics? Information
& Management, 46(3), 167–174. https://doi.org/10.1016/j.im.2009.01.002
Mercurio, Z. A. (2015). Affective commitment as a core essence of organizational
commitment: An integrative literature review. Human Resource Development
Review, 14(4), 389–414. https://doi.org/10.1177/1534484315603612
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of
organizational commitment. Human Resource Management Review, 1(1), 61–89.
https://doi.org/10.1016/1053-4822(91)90011-Z
Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general
model. Human Resource Management Review, 11(3), 299–326.
https://doi.org/10.1016/S1053-4822(00)00053-X
Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective,
Continuance, and Normative Commitment to the Organization: A Meta-analysis
of Antecedents, Correlates, and Consequences. Journal of Vocational Behavior,
61(1), 20–52.
Meyer, J., & Allen, N. (1997). Commitment in the Workplace: Theory, Research, and
Application. SAGE Publications, Inc. https://doi.org/10.4135/9781452231556
Milman, A., & Dickson, D. (2014). Employment characteristics and retention predictors
among hourly employees in large US theme parks and attractions. International
Journal of Contemporary Hospitality Management, 26(3), 447–469.
https://doi.org/10.1108/IJCHM-04-2013-0178
Molm, L. D. (2003). Theoretical comparisons of forms of exchange. Sociological Theory,
21(1), 1–17. https://doi.org/10.1111/1467-9558.00171
Morrell, K., Loan-Clarke, J., & Wilkinson, A. (2001). Unweaving leaving: The use of
models in the management of employee turnover. International Journal of
Management Reviews, 3(3), 219–244. https://doi.org/10.1111/1468-2370.00065
Motowidlo, S. J. (2003). Job Performance. In I. B. Weiner (Ed.), Handbook of
Psychology (p. wei1203). John Wiley & Sons, Inc.
https://doi.org/10.1002/0471264385.wei1203
87

Mowday, R. T., Steers, R., & Porter, L. W. (1978). The measurement of organizational
commitment (No. 15). University of Oregon.
Myers, J. L., Well, A. D., Lorch, R. F., & Well, A. (2010). Research design and statistical
analysis (3. ed). Routledge.
Nadeau, R., Lewis-Beck, M. S., & Bélanger, É. (2013). Economics and elections
revisited. Comparative Political Studies, 46(5), 551–573.
https://doi.org/10.1177/0010414012463877
Narayanan, A., Rajithakumar, S., & Menon, M. (2019). Talent Management and
Employee Retention: An Integrative Research Framework. Human Resource
Development Review, 18(2), 228–247.
https://doi.org/10.1177/1534484318812159
Newman, A., Thanacoody, R., & Hui, W. (2011). The effects of perceived organizational
support, perceived supervisor support and intra‐organizational network resources
on turnover intentions: A study of Chinese employees in multinational
enterprises. Personnel Review, 41(1), 56–72.
https://doi.org/10.1108/00483481211189947
Ng, E. S. W., Schweitzer, L., & Lyons, S. T. (2010). New Generation, Great
Expectations: A Field Study of the Millennial Generation. Journal of Business and
Psychology, 25(2), 281–292. https://doi.org/10.1007/s10869-010-9159-4
Ng, T. W. H., Sorensen, K. L., Eby, L. T., & Feldman, D. C. (2007). Determinants of job
mobility: A theoretical integration and extension. Journal of Occupational and
Organizational Psychology, 80, 363–386.
Osman, I., Noordin, F., Daud, N., & Othman, M. Z. (2016). The Dynamic Role of Social
Exchange and Personality in Predicting Turnover Intentions among Professional
Workers. Procedia Economics and Finance, 35, 541–552.
https://doi.org/10.1016/S2212-5671(16)00067-8
Page West III, G., & DeCastro, J. (2001). The achilles heel of firm strategy: Resource
weaknesses and distinctive inadequacies. Journal of Management Studies, 38(3),
417–442. https://doi.org/10.1111/1467-6486.00243
Panaccio, A., & Vandenberghe, C. (2009). Perceived organizational support,
organizational commitment and psychological well-being: A longitudinal study.
Journal of Vocational Behavior, 75(2), 224–236.
https://doi.org/10.1016/j.jvb.2009.06.002
Park, S. (2020). Determinants of the job satisfaction of public officials: Testing the
mediation effect of organizational commitment. Public Organization Review,
20(4), 665–684. https://doi.org/10.1007/s11115-020-00465-6

88

Peterson, S. J., Luthans, F., Avolio, B. J., Walumbwa, F. O., & Zhang, Z. (2011).
Psychological capital and employee performance: A latent growth modeling
approach. Personnel Psychology, 64, 427–450.
Pfeffer, J., & Veiga, J. F. (1999). Putting people first for organizational success. The
Academy of Management Executive (1993-2005), 13(2), 37–48.
Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias
in social science research and recommendations on how to control it. Annual
Review of Psychology, 63(1), 539–569. https://doi.org/10.1146/annurev-psych120710-100452
Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common
method biases in behavioral research: A critical review of the literature and
recommended remedies. Journal of Applied Psychology, 88(5), 879–903.
https://doi.org/10.1037/0021-9010.88.5.879
Poon, J. M. L. (2004). Career commitment and career success: Moderating role of
emotion perception. The Career Development International, 9(4), 374–
390. https://doi.org/10.1108/13620430410544337
Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational
commitment, job satisfaction, and turnover among psychiatric technicians.
Journal of Applied Psychology, 59(5), 603–609.
https://doi.org/10.1037/h0037335
Reinartz, W., Haenlein, M., & Henseler, J. (2009). An empirical comparison of the
efficacy of covariance-based and variance-based SEM. International Journal of
Research in Marketing, 26(4), 332–344.
https://doi.org/10.1016/j.ijresmar.2009.08.001
Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the
literature. Journal of Applied Psychology, 87(4), 698–714.
https://doi.org/10.1037/0021-9010.87.4.698
Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the
organization: The contribution of perceived organizational support. Journal of
Applied Psychology, 86(5), 825–836. https://doi.org/10.1037/0021-9010.86.5.825
Rigdon, E. E. (2012). Rethinking Partial least squares path modeling: In praise of simple
methods. Long Range Planning, 45(5), 341–358.
https://doi.org/10.1016/j.lrp.2012.09.010
Ringle, C. M., Sarstedt, M., Mitchell, R., & Gudergan, S. P. (2020). Partial least squares
structural equation modeling in HRM research. The International Journal of
Human Resource Management, 31(12), 1617–1643.
https://doi.org/10.1080/09585192.2017.1416655
89

Ringle, C. M., Wende, S., and Becker, J.-M. 2015. “SmartPLS 3.” Boenningstedt:
SmartPLS GmbH, http://www.smartpls.com.
Riordan, C. M., Griffith, R. W., & Weatherly, E. W. (2003). Age and work-related
outcomes: The moderating effects of status characteristics. Journal of Applied
Social Psychology, 33(1), 37–57. https://doi.org/10.1111/j.15591816.2003.tb02072.x
Rothwell, A., Herbert, I., & Rothwell, F. (2008). Self-perceived employability:
Construction and initial validation of a scale for university students. Journal of
Vocational Behavior, 73(1), 1–12. https://doi.org/10.1016/j.jvb.2007.12.001
Rothwell, A., Jewell, S., & Hardie, M. (2009). Self-perceived employability:
Investigating the responses of post-graduate students. Journal of Vocational
Behavior, 75(2), 152–161. https://doi.org/10.1016/j.jvb.2009.05.002
Rubenstein, A. L., Eberly, M. B., Lee, T. W., & Mitchell, T. R. (2018). Surveying the
forest: A meta-analysis, moderator investigation, and future-oriented discussion of
the antecedents of voluntary employee turnover. Personnel Psychology, 71(1),
23–65. https://doi.org/10.1111/peps.12226
Saeed, I., Waseem, M., Sikander, S., & Rizwan, M. (2014). The relationship of turnover
intention with job satisfaction, job performance, leader member exchange,
emotional intelligence and organizational commitment. International Journal of
Learning & Development, 4(2).
Sammarra, A., Profili, S., & Innocenti, L. (2013). Do external careers pay-off for both
managers and professionals? The effect of inter-organizational mobility on
objective career success. The International Journal of Human Resource
Management, 24(13), 2490–2511. https://doi.org/10.1080/09585192.2012.725076
Schultz, T. (1963). Economic Value of Education. Columbia University Press.
Schwartz, S. H., & Tessler, R. C. (1972). A test of a model for reducing measured
attitude-behavior discrepancies. Journal of Personality and Social Psychology,
24(2), 225–236. https://doi.org/10.1037/h0033365
Seppälä, E., & Cameron, K. (2015, December 1). Proof That Positive Work Cultures Are
More Productive. Harvard Business Review. https://hbr.org/2015/12/proof-thatpositive-work-cultures-are-more-productive
Shaw, J. D. (2011). Turnover rates and organizational performance: Review, critique, and
research agenda. Organizational Psychology Review, 1(3), 187–213.
https://doi.org/10.1177/2041386610382152
Shmueli, G., & Koppius, O. R. (2011). Predictive analytics in information systems
research. MIS Quarterly, 35(3), 553–572. JSTOR.
https://doi.org/10.2307/23042796
90

Shore, L. M., & Martin, H. J. (1989). Job satisfaction and organizational commitment in
relation to work performance and turnover intentions. Human Relations, 42(7),
625–638.
Sicherman, N., & Galor, O. (1990). A theory of career mobility. The University of
Chicago Press, 98(1), 169–192.
Skinner, S. J., (2000) Peak performance in the sales force, Journal of Personal Selling &
Sales Management, 20:1, 37-42.
Smelser, N. J., & Baltes, P. B. (Eds.). (2001). International encyclopedia of the social &
behavioral sciences (1st ed). Elsevier.
Solinger, O. N., van Olffen, W., & Roe, R. A. (2008). Beyond the three-component
model of organizational commitment. Journal of Applied Psychology, 93(1), 70–
83. https://doi.org/10.1037/0021-9010.93.1.70
Sosik, J. J., Kahai, S. S., & Piovoso, M. J. (2009). Silver bullet or voodoo statistics? A
primer for using the partial least squares data analytic technique in group and
organization research. Group & Organization Management, 34(1), 5–36.
https://doi.org/10.1177/1059601108329198
Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of
the job satisfaction survey. American Journal of Community Psychology, 13(6),
693–713. https://doi.org/10.1007/BF00929796
Spector, P. E., Fox, S., Penney, L. M., Bruursema, K., Goh, A., & Kessler, S. (2006). The
dimensionality of counterproductivity: Are all counterproductive behaviors
created equal? Journal of Vocational Behavior, 68(3), 446–460.
https://doi.org/10.1016/j.jvb.2005.10.005
Staw, B. M., & Barsade, S. G. (1993). Affect and managerial performance: A test of the
sadder-but-wiser vs. happier-and-smarter hypotheses. Administrative Science
Quarterly, 38(2), 304. https://doi.org/10.2307/2393415
Stone, M. (1974). Cross-Validatory choice and assessment of statistical predictions.
Journal of the Royal Statistical Society. Series B (Methodological), 36(2), 111–
147. JSTOR.
Strauss, G. (1968). Human relations—1968 style. Industrial Relations, 7(3), 262–276.
https://doi.org/10.1111/j.1468-232X.1968.tb01080.x
Tabachnick, B. G., Fidell, L. S., & Ullman, J. B. (2019). Using multivariate statistics
(Seventh edition). Pearson.
Tenenhaus, M., Vinzi, V. E., Chatelin, Y.-M., & Lauro, C. (2005). PLS path modeling.
Computational Statistics & Data Analysis, 48(1), 159–205.
https://doi.org/10.1016/j.csda.2004.03.005
91

Thibaut, J. W., & Kelley, H. H. (1959). The Social Psychology of Groups. John Wiley.
Thibaut, J. W., & Riecken, H. W. (1955). Some determinants and consequences of the
perception of social causality1. Journal of Personality, 24(2), 113–133.
https://doi.org/10.1111/j.1467-6494.1955.tb01178.x
Tnay, E., Othman, A. E. A., Siong, H. C., & Lim, S. L. O. (2013). The influences of job
satisfaction and organizational commitment on turnover intention. Procedia Social and Behavioral Sciences, 97, 201–208.
https://doi.org/10.1016/j.sbspro.2013.10.223
Tomarken, A. J., & Waller, N. G. (2005). Structural equation modeling: Strengths,
limitations, and misconceptions. Annual Review of Clinical Psychology, 1(1),
31–65. https://doi.org/10.1146/annurev.clinpsy.1.102803.144239
Tracey, J. B., & Hinkin, T. R. (2006). The costs of employee turnover: When the devil is
in the details [Electronic article]. Cornell Hospitality Report, 6(15), 6-13
Tremblay, M., Dahan, J., & Gianecchini, M. (2014). The mediating influence of career
success in relationship between career mobility criteria, career anchors and
satisfaction with organization. Personnel Review, 43(6), 818–844.
https://doi.org/10.1108/PR-08-2012-0138
Trevor, C. O. (2001). Interactions among actual ease-of-movement determinants and job
satisfaction in the prediction of voluntary turnover. Academy of Management
Journal, 44(4), 621–638. https://doi.org/10.5465/3069407
U.S. Bureau of Labor Statistics. (2020, March 17). Job Openings and Labor Turnover
Survey News Release. Retrieved March 17, 2022, from
https://www.bls.gov/news.release/archives/jolts_03172020.htm
Van Breukelen, W., van der Vlist, R., & Steensma, H. (2004). Voluntary employee
turnover: Combining variables from the’traditional’ turnover literature with the
theory of planned behavior. Journal of Organizational Behavior, 25(7), 893–914.
https://doi.org/10.1002/job.281
Vilayil, A. (2021). The effect of socialization practices and onboarding on newcomer
adjustment and turnover intention. [Doctoral Dissertation, Florida International
University]. https://business.fiu.edu/graduate/doctor-of-businessadministration/2021/alex-vilayil.pdf
Viswesvaran, C., & Ones, D. S. (2000). Perspectives on Models of Job Performance.
International Journal of Selection and Assessment, 8(4), 216–226.
https://doi.org/10.1111/1468-2389.00151
Vroom, V. (1964). Work and Motivation (1st ed.). New York: Wiley.

92

Walumbwa, F. O., Hsu, I.-C., Wu, C., Misati, E., & Christensen-Salem, A. (2019).
Employee service performance and collective turnover: Examining the influence
of initiating structure leadership, service climate and meaningfulness. Human
Relations, 72(7), 1131–1153. https://doi.org/10.1177/0018726718790649
Walumbwa, F. O., Peterson, S. J., Avolio, B. J., & Hartnell, C. A. (2010). An
investigation of the relationships among leader and follower psychological
capital, service climate and job performance. Personnel Psychology, 63(4), 937–
963. https://doi.org/10.1111/j.1744-6570.2010.01193.x
Walumbwa, F. O., Wu, C., & Orwa, B. (2008). Contingent reward transactional
leadership, work attitudes, and organizational citizenship behavior: The role of
procedural justice climate perceptions and strength. The Leadership Quarterly,
19(3), 251–265. https://doi.org/10.1016/j.leaqua.2008.03.004
Wang, X., & Cheng, Z. (2020). Cross-Sectional studies. Chest, 158(1), S65–S71.
https://doi.org/10.1016/j.chest.2020.03.012
Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (2012). Minnesota
Satisfaction Questionnaire—Short Form. American Psychological Association.
https://doi.org/10.1037/t08880-000
Wiener, Y., & Vardi, Y. (1980). Relationships between job, organization, and career
commitments and work outcomes—An integrative approach. Organizational
Behavior and Human Performance, 26(1), 81–96. https://doi.org/10.1016/00305073(80)90048-3
Wilcox, R. (2018). Perceived Career Mobility, Job Satisfaction, And Organizational
Turnover Intentions Among Senior Administrators At NCAA Division I FBS
Institutions As A Function Of Gender And Ethnicity. [Thesis, Sam Houston State
University].
Wisecarver, M. M., Carpenter, T. D., & Kilcullen, R. N. (2007). Capturing Interpersonal
Performance in a Latent Performance Model. Military Psychology, 19(2), 83–101.
https://doi.org/10.1080/08995600701323376
Wright, P. M., Dunford, B. B., & Snell, S. A. (2001). Human resources and the resourcebased view of the firm. Journal of Management, 27, 701–721.
Wright, T. A., & Bonett, D. G. (2002). The moderating effects of employee tenure on the
relation between organizational commitment and job performance: A metaanalysis. Journal of Applied Psychology, 87(6), 1183–1190.
https://doi.org/10.1037/0021-9010.87.6.1183
Wright, T. A., & Cropanzano, R. (2000). Psychological well-being and job satisfaction as
predictors of job performance. Journal of Occupational Health Psychology, 5(1),
84–94. https://doi.org/10.1037/1076-8998.5.1.84
93

Yahya, K., Mansor, F., & Warokka, A. (2012). An empirical study on the influence of
perceived organizational support on academic expatriates’ organizational
commitment. The Journal of Organizational Management Studies, 1–14.
https://doi.org/10.5171/2012.565439
Yáñez-Araque, B., Hernández-Perlines, F., & Moreno-Garcia, J. (2017). From training to
organizational behavior: A mediation model through absorptive and innovative
capacities. Frontiers in Psychology, 8, 1532.
https://doi.org/10.3389/fpsyg.2017.01532
Yucel, I., & Bektas, C. (2012). Job satisfaction, organizational commitment and
demographic characteristics among teachers in turkey: Younger is better?
Procedia - Social and Behavioral Sciences, 46, 1598–1608.
https://doi.org/10.1016/j.sbspro.2012.05.346
Zimmerman, R. D., & Darnold, T. C. (2009). The impact of job performance on
employee turnover intentions and the voluntary turnover process A meta-analysis
and path model. Personnel Review, 38(1–2), 142–158. https://doiorg.ezproxy.fiu.edu/10.1108/00483480910931316

94

APPENDIX A
QUESTIONNAIRE ITEMS
This appendix lists all the retained items of the questionnaires presented to the
respondents who participated in the research.
Scale Questionnaire to Measure Perceived Organizational Support
Table A1 shows the retained items measuring the employee’s perceived support
being provided by the organization scale developed by Rhoades and Eisenberger (2002).
The original questionnaire presented to the respondents consisted of eight items measured
using a 5-point Likert scale (from 1 = strongly disagree to 5 = strongly agree).
Table A1
Perceived Organizational Support Scale
Item #

Question

1 (1)

The organization values my contribution to its wellbeing.

2 (4)

The organization really cares about my wellbeing

3 (6)

The organization cares about my general satisfaction at work

4 (8)

The organization takes pride in my accomplishments at work.

Note. In brackets the item assigned number in the original perceived organizational
support scale developed by Rhoades and Eisenberger (2002).
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Scale Questionnaire to Measure Perceived Career Mobility
Table A2 shows the retained items measuring the employee’s perceived career
mobility intraorganizational and interorganizational scale developed by Joao and
Coetzee, (2012). The original questionnaire presented to the respondents consisted of 12
items measured by a 5-point Likert scale (from 1 = strongly disagree to 5 = strongly
agree).
Table A2
Perceived Career Mobility Scale
Question

Item #
1 (1)

There are many good jobs available for me within my industry

2 (3)

I have the opportunity to move easily between organizations.

3 (4)

I have the opportunity to move easily between jobs within the
organizations.
I have the opportunity to move easily between occupations.

4 (5)

I believe I have a good chance of obtaining a higher-level job at another
organization.
Employees within the organization are always informed of job vacancies
6 (10)
available in this organization
Note. In brackets the item assigned number in the original perceived career mobility scale
developed by Joao and Coetzee, (2012).
5 (7)

Scale Questionnaire to Measure Affective Organizational Commitment
Table A3 shows the retained items measuring the employee’s perceived affective
organizational commitment on the scale developed by Allen and Meyer (1990) and
revised by Meyer, Allen, and Smith (1993). The original questionnaire presented to the
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respondents consisted of five items measured by a 5-point Likert scale (from 1 = strongly
disagree to 5 = strongly agree).
Table A3
Affective Organizational Commitment Scale
Item #

Question

1 (1)

I would be very happy to spend the rest of my career in this organization

2 (2)

I really feel as if this organization’s problems are my own

3 (5)

This organization has a great deal of personal meaning for me

Note In brackets the item assigned number in the organizational commitment scale
revised by Meyer, Allen, and Smith (1993).

Scale Questionnaire to Measure Job Satisfaction
Table A4 shows the retained items measuring the employee’s job satisfaction with
the Minnesota Satisfaction Questionnaire developed by – Weiss, Dawis, England, and
Lofquist, (1967). The original questionnaire presented to the respondents consisted of 20
items measured by a 5-point Likert scale (from 1 = strongly disagree to 5 = strongly
agree).

Table A4
Minnesota Satisfaction Questionnaire Scale
Item #

Question

1 (12)

I like the way company policies are put into practice

2 (17)

I like the working conditions

3 (19)

I get praise for doing a good job

4 (20)

I get a feeling of accomplishment from the job

Note In brackets the item assigned number in the Minnesota Satisfaction Questionnaire
developed by Weiss, Dawis, England, and Lofquist, (1967).
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Scale Questionnaire to Measure Turnover Intention
Table A5 shows the retained items measuring the employee’s turnover intention
with the turnover intention scale developed by Roodt (2004), modified, and validated by
Bothma and Roodt (2013). The original questionnaire presented to the respondents
consisted of six items measured by a 5-point Likert scale (from 1 = strongly disagree to 5
= strongly agree).
Table A5
Turnover Intention Scale
Item #
1 (1)

Question
I often consider leaving my job

2 (3)

I am frustrated when not given the opportunity at work to achieve personal
work-related goals.
3 (5)
If offered, I am likely to accept another job at the same compensation
level.
Note In brackets the item assigned number in Turnover Intention Scale developed by
Roodt (2004), modified, and validated by Bothma and Roodt (2013).

Scale Questionnaire to Measure Contextual Job Performance
Table A6 shows the retained items measuring the employee’s contextual job
performance with the cross-cultural adapted American-English version of the Individual
Work Performance Questionnaire (IWPQ) developed and validated by Koopmans et al.,
(2016). The original questionnaire presented to the respondents consisted of eight
contextual job performance items measured by a 5-point Likert scale (from 1 = strongly
disagree to 5 = strongly agree).
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Table A6
Contextual Job Performance Scale
Item #

Question

1 (10)

I came up with creative solutions for new problems.

2 (11)

I took on extra responsibilities.

3 (12)

I continually sought challenges in my work.

4 (13)

I actively participated in meetings and/or consultations.

Note In brackets the item assigned number in the Individual Work Performance
Questionnaire (IWPQ) developed and validated by Koopmans et al., (2016).
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APPENDIX B
Mturk Requester Informational Letter

Invitation to Participate in a Research

You are invited you to participate in a study examining the relationship between job
performance, organizational commitment, career mobility and employee turnover
intentions based on your knowledge and experience of working in your organization.
We are looking for Adults between the ages of 18 – 74 years old, who are willing to share
their opinions. The survey will take less than (20) minutes to complete.
We know that you care how information about you is used and shared, by accessing this
survey using the Amazon Mechanical Turk “ turk” platform your privacy is protected
pursuant to the Amazon Privacy Notice which you may visit and review in detail
at Amazon Privacy Notice.
For participating in this survey, you will receive payment directly through the Mturk
platform.
We greatly appreciate your willingness to partake in this research.

Sincerely,

Everod Davis
FIU Co-Investigator/Author
DBA Candidate at Florida International University
Make sure to leave this window open as you complete the survey. When you are
finished, you will return to this page to paste the code into the box.
Template note for Requesters - To verify that Workers actually complete your survey,
require each Worker to enter a unique survey completion code to your HIT. Consult with
your survey service provider on how to generate this code at the end of your survey.
Survey link: https://fiu.qualtrics.com/jfe/form/SV_5j280b2LCw0FKQe
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